DOCUMENT RESUME 



ED 296 178 CE 050 556 

AUTHOR Lisack, J. P.; Shell, Kevin D. 

TITLE Labor Force Study: Elkhart, Indiana. Manpower Report 

88-1. 

INSTITUTION Purdue Univ., Lafayette, Ind. Office of Manpower 

Studies. 
PUS DATE 14 Jan 88 

NOTE 53p. 

PUB T7PE Reports - Research/Technical (143) 

EDRS PRICE MF01/PC03 Plus Postage. 

DESCRIPTORS ^Educational Needs; ^Employer Attitudes; ^Employment 

Patterns; ^Employment Projections; Entry Workers; 
*Labor Market; *Labor Needs; Postsecondary Education; 
Secondary Education; Skilled Workers; Unskilled 
Workers 

IDENTIFIERS * Indiana (Elkhart) 
ABSTRACT 

A survey of 379 Elkhart County, Indiana, employers 
was conducted to determine the local labor force situation. Replies 
received from 141 employers were analyzed, with the following 
findings reported: (1) more than 520 job openings existed for 
unskilled, entry-level jobs, hut employers were having trouble 
filling them because candidates were poorly prepared or had bad 
attitudes, and because the jobs paid poorly and were on late shifts; 
(2) employers anticipated an annual shortage of 435 skilled personnel 
due to an inadequate supply of qualified applicants and low pay 
levels; (3) employers said that hindrances to hiring or retaining 
skilled or unskilled personnel were attendance problems, poor work 
record and unreliability, unwillingness and/or inability to learn, 
drug or alcohol problems, disciplinary problems, inability to get 
along with others, and low academic and job-skill levels; (4) 
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ELKHART LABOR FORCE -SJlJOy: SELECTED HIGHLIGHTS 

U. Replies were received from 141 Elkhart County employers to a 
mailed questionnaire designed to determine the local labor-force 
situation. The major highlights Include the following: 

• Employers reported a current shortage (Job vacancies) of more 
than 520 qualified persons to fill unskilled entry-level Jobs. 
They anticipate even greater shortages .during the next three 
years: a total of 1,280 or 428 per year. Problems Identified for hiring personnel 
Included poor educational background or preparation, previous work records, and 
attitudes, as well as an Inadequate supply of qualified applicants to select from. 
As one employer put It, "those who really want to work, already are." v'ob problems 
Included low pay, part-time work, second and third-shift work, discipline, lack of 
enthusiasm, very high turnover rates and need to Improve training and supervision. 

• There was a reported shortage for nearly 400 ski 1 led personnel. Employers antic- 
ipate greater shortages during the next three years (1,300 total or 435 per year). 
Problems Include an Inadequate supply of qualified applicants with needed knowledge 
and skills and enough experience, and some workers with personal problems. Job- 
related problems Included low pay levels, need to Improve training and supervision, 
employees' lack of enthusiasm, loyalty and desire to learn. 

• Almost all of the participating employers rated hindrances to hiring or retaining 
skilled and unskilled personnel. These Included In rank-order (1) attendance prob- 
lems, iZy poo'^ work record and work unreliability, (3) unwillingness and/or Inabil- 
ity to learn, (4) drug or alcohol problems, (5) disciplinary problems and Inability 
to get along with others, and (6) low academic and job-skill levels. 

• Although many employees (approximately 490) were engaged In some form of train- 
ing or formal education (either Internal or external to the firm), the majority of 
firms identified significant current unmet needs, which were expected to worsen in 
the near future: 968 needed additional training now and nearly 220 more each year 
for the next three years. 

• Hundreds of comments were written in by employers describing policies and actions 
they were taking to prevent or to handle personnel problems, as well as some sugges- 
tions to Improve undesirable situations. These comments ranged from the necessity 
to emphasize students achieving proficiency In the basic academic skills in school 
(the three "R"s) and Improving their attitudes, to university-level education of 
supervisors in order to improve their ability to direct and instruct employees. 
Comments ranged from recognizing and promoting good employees to firing those who 
are unsatisfactory. 

I I . In addition to the survey results, this report Includes data for Elkhart Count v 
which Show the following: 

o The lack of low to moderately-priced residential housing (rental and sales) may 
be affecting some new potential employees from moving into Elkhart County. 

o The median pay of persons in many occupations in Elkhart County are lower than 
the median wages Statewide. 

o The number of students in grades 7 through 12 have been and will continue to 
decline slowly during the next four years while a redistribution of students is 
occurring among the school corporations. Moreover, more high-school graduates are 
pursuing higher education, making them less available for immediate employment. 

III. Finally, appended to this report are articles which reveal that the shortage of 
skilled personnel is of growing National concern. 

All in all, the authors are of the view that ElkhL County does have both 
quantitative and qualitative labor force problems. It Is hoped that the data and 
ideas reported will convince and stimulate persons to re-examine present policies, 
plans, and actions with a view toward improving joint and cooperative efforts to keep 
Elkhart moving forward* 
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This report concerns the subject of shortages In the lab^r force, (quant f* 
tatively and qualitatively) In Elkhart specif IcaMy and in the U.S. In general* 
The specific data relative to the (In)adequacy of the labor force In Elkhart 
address the following questions: 

Are there shortages of qualified unskilled and/or skilled persons 
% looking for work? Are more internal and/or externa! training programs 
needed now; what about future needs? Mhat, If any, hindrances are there 
to hiring and retaining qualified personnel? And finally, are there 
constructive suggestions or comments which can be shared with oxher 
employers to Improve the workforce situation? 

Answers to these questions were received from 141 representative firms In a 
mailed survey. It is believed that the conclusions to be drawn from these 
replies and a careful review of employers' comments can be very helpful to 
employers throughout this area. 

In addition to the Elkhart survey data, a review Is presented of the 
expected numbers of 7- 12th grade students In Elkhart County ~ projected to 
1990, as well as the number and plans of high-school graduates in Elkhart County 
and a comparison of wages for selected occupations in Elkhart, versus State-wide 
medians. 

Information pertaining to hiring, training, and other labor force matters 
pertinent to the U.S. in general are appended to the report. 
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ELKHART LABORH'ORCE STUDY 



IWTFOPVCTIOH 

The Greater Elkhart Chamber of Conniercet together with two coimfttees. The 
Industrial revelopment Comfttee and the Established Industries Conmftteet asked 
the Office of Hanpower Studies to look Into the labor-force situation In Elkhart 
on 27 Augustt 1987. This request was profi«>ted by a number of events irfifch In- 
cluded (1) a newspaper article and study reporting that wages paid In Elkhart 
were low (the term ''slave labor** was mentioned)* (2) a preliminary, small* Elk- 
hart Chamber survey* and (3) committee discussions centering around a series of 
questions* which included: 

(1) Are there current and/or projected shortages of qualified workers In 
Elkhart? 

(a) If so* are those shortages of unskilled persons (neither special- 
ly trained nor experienced)* and/or 

(b) Are there shortages for skilled (specially qualified) persons? 

(2) What are the current and projected situations concerning the adequacy 
of and need for education/training (by type and level)? 

(3) Are any employees currently enrolled in educational/training courses 
or programs? What are they and where? 

(4) Are there hindrances to hiring and retaining personnel? If so* what 
are they* and how severe are the problems? 

(5) What related comments* suggestions and recommendations do employers 
have? 

(6) What additional Information can be helpful in understanding the nature 
and extent of these problems and in suggesting possible actions? 

It was decided that the best approach was to sample representative groups 
of firms by mal I . Elkhart County firms, that were selected* reflected appropri- 
ate types of business/ Industry and size of firms. The questionnaire was speci- 
fically designed to obtain answers to the questions posed above (see Attachment 
I). This was done as described next. 



SAHPLING METHODOLOGY 

There are approximately 3*765 firms in Elkhart County (see Taole I). These 
firms were grouped according to their Standard Industrial Classification (SIC: 
01 through 99) and their size of employment: small (S? 1-49)* medium (H: 50- 
249) and large (L: > 250). In general* one firm was selected to represent every 
ten firms (by size) Included in a SIC. [In addition, alternate firms were se- 
lected by size and SIC to substitute for firms which turned out to be inappro- 
priate for the study. Moreover* any rion sampled firm which was interested in 
the study was allowed to participate.] 

Each firm was mailed a four-page survey (see Attachment I). Responses were 
mailed back directly to the Office of Manpower Studies. Occupations designated 
on the survey by respondents were coded according to the U.S. Census survey 
occupational matrix. 

Units of Measurement 

In general* the unit of measurement is the responding firm (n). !lowever« 
for those parts of items which are directly tied to a specified occupation or 
educational course or program, the unit of measurement is the specified occupa- 
tion (fe). This occupation unit is utilized in Questions 1 through 4. 
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RESULTS 



Characteristics of Survey Respoodei^ts 

Essentially, Table I presents the total number of firms In EJkhart by gen- 
eral industrial category, the numbers of questionnaires mailed out by size* th'^ 
number of questionnaire returns by size from each category* the response rate 
for each category, and the percent representation of each SIC within the total 
sample of responses. An overall response rate of 37 percent was realized. 
Accordingly, the needs data reported by the respondents represent a lower para- 
meter of true needs — no attempt to expand or extrapolate the returns to the 
universe of all firms Is made In this report. [As can be seen in the actual 
returnst tiowever, the needs for personnel and training, as well as the related 
problems, are Indeed significant.] Because some firms participating did not 
respond to all quest Ions t the base number of response units in or k) are not the 
same for each question. 

A total of 141 firms participated in the survey study. These 141 firms 

included 31 percent small, 43 percent medium, and 26 percent large firms. [For 

the 92 firms which reported their total employment, the average (median) total 
firm employment was 100 workers.] 

The 141 responding firms were distributed as fDllows among various Ell^hart 
County cities or towns: 

72% Elkhart 31 Hiddlebury 1% New Paris 

121 Goshen 21 Wakarusa 11 South Bend 

5% Bristol 2% Nappanee !% Hilford 

Finally, 72 percent of the responding firms were members of the Greater Elkhart 
Chamber of Commerce (28% were from non -member firms). 



TABLE 1 C..V^^^^,^5^ 
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SUHVPf OUESTItti iffSPOIglES 



A suRNiary of survey responses to current and projected employment needs for 
both unskflled and skflled workers fs presented fn Attachment III. 

QUESTIOH: Ane ihuit ciMMRt mil/M pw/ected 4HmUgi4 f4 m4kltUi m 
AklMJUd tfMkeiu in Itkknt «fko mc »wf4<4td 4m cuploNmeutT 

Host respondents of the survey (101 out of Ul or 72%) Indicated tliat some 
serfous shortages do exfst for unskilled or skflled workers who are qualfffed 
for employment, ttore than 520 unfilled positions were reported for unskilled 
Jobs and nearly 400 unfilled positions for skilled/specialized personnel (see 
Table 2). Hajor difficulties are now being experienced In tr/lng to fill these 
needs vacancies and to meet needs for skilled personnel. 

Respondents are anticipating even greater shortages and problems during the 
next three years. Specifically* more than 1,280 additional openings for un- 
skilled and more than 1,300 openings for skilled personnel are expected. Thus- 
ly, an annual average of nearly 865 such new openings Is projected (In addition 
to the current shortages already reported). 

Hany employers rerx)r^ed that, although they were getting some Job appli- 
cants, many of these were not qualified for employment for a variety of reasons. 



SPECIAL HOTE : The nepooted cuKKcnt and antlcAjipatzd 4hoKtagM ijMUcatz ^pecioJt 
acXlwu OAZ needed to KzcnuiX detect, tnaJji and letiUn all cwuiwt qmtmAd 
OKnyloyzM poMiblz. Comments and idzM KZjpontzd in IMa fizpont can ci64JUt 
anployzfu in mcz^MJiy policy ionmuJUUlonf planning and action yHtlch may htlp 
pneuent and /on, oue^come ^om pnobWu., Education, and Inalning mattcM a^ moXl 
<u fUndnonce^ to zmployment and nctentlon okc covered latzK in thl6 ^tady.) 

Unfilled positions for unski 1 led workers were especially prevalent within 
the hand-assembler occupational cluster. However, there were also significant 
unfilled positions for sales workers, health-service workers (e.g., nursing 
aids), food-service workers, and general helpers and laborers. Significant 
needs were also Identified for the next three years for hand-assemblers espec- 
ially, as well as for general helpers and laborers and for sales workers. 

Unfilled positions for ski 1 led workers, needed In large numbers. Included 
those for mechanics. Installers and repairers, for health-diagnosis and treat- 
ment workers (registered nurses and pharmacists), and for health-support techni- 
cians (licensed practical nurses and medical technologists). 

Anticipated skilled-worker needs were even more prevalent than current, 
unmet needs. Skilled-worker openings were anticipated for hand-assemblers, non- 
office administrative-support workers (tellers), precision metal workers, con- 
struction-trades workers, office-support workers (secretaries), as weM as the 
current- needs groups: mechanics. Installers and repairers; health-diagnosis and 
treatment workers; and health-support technicians. Therefore, although current 
needs exist for some selected skilled workers, significant needs are anticipated 
for additional ones during the next three years . 
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TABLE 2 
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CURRENT AND EXPECTED FUTURE UNFILLED JOB POSITIONS IN 
ELKHART COUNTY BY OCCUPATIONAL aUSTER AND NEI 
SKILL/EDUCATION LEVa: 1987 
(From 101 of 141 Participating Flrtfis) 
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The enployers' responses Indicate much Is being done and stilt needs to be 
done fn this regard. There was a total of 968 employees reported as currently 
in need of training. The types and levels of training needed* by occupational 
cluster, are identified In Table 3, 

Respondents are anticipating considerable continuing training needs during 
the next three years. Specifically* nearly 650 persons (Just among respondents) 
will need additional training (an average of nearly 220 pe^ year). The types 
and levels of training needed, by occupational clusters, are again identified In 
Table 3. 

Only a slight majority of responding firms (51%) possess current needs for 
employee upgrade training or retraining. Moreover, occupational needs that were 
identified favor the lower levels of training or education (see Table 3): 

31% Courses only 13% VocatyTechnlcal 2-yr 161 Univ. 4-yr 

iSX Certificate 20% University 2-yr 7% Grad. studies 

Most employers would reimburse employees participating in such courses or pro- 
qrams for tuition expenses (72%), but most would not reimburse for book expenses 
(52%). Employers would prefer that courses be taken during the evening (76%) or 
during either the evening or daytime (24%). 

The greatest needs identified are for courses for hand-assemblers, both 
currently and during the next three years, and for supervisors and management- 
related workers. Other current and anticipated needs exist for orerision meta. 
workers, for mechianlcs. Installers and repairers, for machine set-up and opera- 
tion workers, for engineering and science-technology personnel, and for office- 
support personnel (secretaries). In addition, anticipated needs exist for non- 
office administrative-support workers (e.g., teacher aids). 



NOTE: No mllo^i iKom ^honXagc, o4 new job applicants tan be expected 4Kom gnad- 
uatlng high-school sonLoKS. Vata -6how that mmbzKS oi flnade 7 thKOugh 12 stu- 
dent4 have been do^cllnlng, and anc, pio^'ected to continue to decttne. See 
Attachmant VU. 
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TABLE 3 A. 

PRESENT AMD EXPECTED FUTURE TRAINING NEEDS FOR CURRENT 
EMPLOYEES IN ELKHART COUNTY BY OCCUPATIONAL aUSTER 
AND NEEDED SKILL/EDUCATION LEVEL: 1987 

(173 Occupations Oesfgnated by 72 Finns) 
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231 
(68) 
(62) 
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51 
39 
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2 
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8 
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ml 
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136 
4 

81 
2 

96 
59 
123 



5 
5 

12 
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70 
52 
1234 



70 
52 
234 



4 



5 



5 



2.7 
35.7 
IG.7) 
19.0) 



4.0 



1.7 
1.7 
15.0 



23.3 
17.3 
78.0 



1.7 
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Awareness of the reported needs for training and the fact that employers 
and employees are now part jipatlng in related programs are evidence that they 
realize the necessity to address the problems of an inadequate supply of qual- 
ified Job applicants and current numbers of skilled personnel. Employer respon- 
dents reported that over 500 employees were currently enrolled. 

Hore than 150 were participating in courses only; more than 110, In certif- 
icate programs; nearly 50, In vocational /technical 2-year programs; and more 
than 190 were advancing their formal university- level education In 2-ysar, 4- 
year or graduate- 1 eve I studies. A comparison of reported education and tralnirig 
needs versus current enrol Iments . however, shows that more needs to be done to 
lessen the gap. 




Although only about half the employers (51%) Jdenttfted training needs for 
current employees, less than half (44X) said th&t at least fome of the occupa- 
tional groups Identified had employees currently enrolled In courses or pro- 
grams. Hore than one-third of such courses or programs were located at Indiana 
University at South Bend (39X). although sizable percentages were also a part of 
Purdue Statewide Technology (18%) or at the Elkhart Career Center (13%). Such 
enrollment was dtstrlbuted across educational /training levels as followst 

24% Courses only 10% Vocat/Technlcal 2-yr 22% University 4-yr 
10% Certificate 25% University 2-yr 10% Grad. studies 

Course/program enrollment tended to be In management, management-support, 
or supervision (see Table 4). 



SPECIAL MOTE ? EHomU to clo4Z the. gap be^tween Ke.(iaiAzme.nt6 and ctment *tatiu 
oi tmptoy^ ptoi'CC'Cenc!/ w»ut become a ipKLoiLty goaUL ^o^ the. EJUMwit community. 
Ho4t oi the. e4acatiomJt/tAaAjnJLn3 need-6 lepotted by ejKotoyeju OAe. at the tomji 
tzveJU oi education o^ tnalnijng. However, It appzatu that moie action I* 
taking ptace tny ing to mteJt the hLghoA- level need^. Much ha4 to be done to 
expand edacotton and tnoilnilnfl at all leveJU. 

^ TABLC ^ 

NUMBER OF CURRENT EMPLOYEES PRESENTLY ENROLLED IN 
COURSES/PROGRAMS BY TYPE AND LEVEL OF COURSE/PROGRAM: 1987 

(338 Courses /Programs Designated for 60 Firms) 



COURSE/PROGRAM 



OCCP 
CODE 



TOTAL. 



General oT" 

Hanagement & Hgnt-Support 10 

Hanageinent & Administration. (11) 

Mgnt-Support ( ac c nt , per sn I ) (21) 

Engineering 22 

Engr & Science Technology 23 

Natural Science 24 

Progr, Systm Anal, CNC Progr. 
Social Science (Psychology).. 

Education & Educ-Related 31 

Health Treatment (RN, Pharmcy) 32 
HIth-Support Techn (LPN, HdT). 
All Other Professlonal/TechncI 

Sales 43 

Adm I n I strat I ve-Support 50 

Office-Support (Secretarial) (55) 

Non-Off Support (Tchng Aid). (59) 

Cleaning Service 61 

Food Service 65 

Health Service (Nursing Aid) . . 66 

Other Service 69 

Supervision 81 

Inspection 83 

Mechanics, Install, Repair.... 85 

Construction Trades 87 

Precision Hetal Working 89 

Hachine Set-up & Operation 91 

Hand-Assembly 93 

Transport Equipmnt Operation.. 97 

General Help & Labor 98 



EMPLOYEES CURRENTLY ENROLLED 



Crs 
153 



Crt 
115 



VT2 
49 



Un2 
83 



Un4 

83 



GrS 
25 



Total 



508 



__ __ 5 7 — — 

56 65 ~ 31 48 24 

(__) (__) (__) (_-) ^37) (24) 

( 7) (25) (~) (27) ( 3) (~) 



12 
224 
(61) 
(62) 



35 



26 



25 
27 



33 
39 



35 
26 
1 
1 



5 — 15 ~ ~ ~ 

( 5) ( — ) (15) (~) (—) (~) 

(~) (~) (~) (~) (-) (~) 

12 — — — ~ — 



3 
2 
3 
4 
20 
(20) 
(~) 
12 



61 42 



1 1 
2 
4 
1 



5 
19 



120 



30 
2 

11 
2 
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OUKTIOII t A.1C thMMJt MMfUOMt* to MAiiM 
end «ctt4iUiiA pcMotmctr 
14 40, i*ct cue tfwtf , end tto« 

Host respcTdents rated the level of 
hindrance of various worker Issues In hlr- 
Ina and retaining qualified personnel. 
These Issues are presentee In rarjk-order in 
"'ble* b (XJ 6 according to the percentage 
" "great" hlndr'^nce. In addltlorit a few 
wrote In additional worker Issues which 
hinder *^^hem. 

All but one Issue (physical condition) 
hinder most employers to some extent In 
both hiring and retaining qualified un- 
skilled workers (see Table 5). The great- 
est hindrance conies from attendance prob- 
lems, work unreliability and poor work 
records. Substantial hindranct also comes 
from unwillingness to learn, as well as 
inability to learn, drug/alcohol problems, 
and disciplinary problems. Except for 
attendance and disciplinary proL.ems, these 
Issues are slightly less hindering In 
retaining than In hiring workers. Write-In 
Issues of special significance Include job- 
hopping, pay scale or salary, and unwil- 
lingness to work hard. 



Facts on amploymant 



Office employee turnover 

otSM wnployMt. ma ovwa tumoMT rau was 17 

eounSd lor 35 pwceni o» tfta 1986 total, up fcom 22 pareant in 19 >2. 

REASONS RM JOB TURNOVER AUONQ OFFICE EMPLOYEES 



OVEIUU.IUT. 



Employees uktng another Job 
, Staff reductions 
Olsmlstal 




Retirements 
Other" 

More: 7h9 survey was oonductrd in $8 
m9tropoiain anss, covenng 1239 
compan/ts employing 276,698 peqp/t. 
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TABLE 5 

HINDRANCE LEVELS OF VARIOUS WORKER ISSUES 
IN HIRING ANnETAININGQUALIFI^ UNSKILLED PERSONNEL: 



1987 



HIRING PERSONNEL 1 RETA 



No. 
Firm 



Worker Issue 

Attendance prob 1 ems 119 

Poor work record 119 

Work unreliability 119 

Unwl 1 1 1 ngness to 1 earn 119 

Inability to learn 119 

Drug/alcohol problems 119 

Dlsclpl Inary problems 119 

Inability to get along w. others 119 

Low bps I c Job-skill levels 119 

Low basic academlc-skil 1 levels 119 

Physical condition 119 

{iMXz-i.ru 

Job-hopping 4 

Pay scale, wage or salary 8 

Unwl 1 1 1 ngness to work hard 6 

Lack of enthusiasm 1 

Personal hygiene & appearance. . 1 

Peer prescure not to excel 1 

Theft ' 

* MA: Mot AmllCdbU 



Hindrance Level 

Some Great 
38% 38% 




1001 
1001 
1001 



NING PERSONNEL 



4 

8 
5 
1 

2 
1 
4 



Hindrance 
Hone 

/NA* Some 

20% All 

25% 52% 

26% 43% 

40% 36% 

36% 47% 

37% 50% 

26% 59% 

36% 55% 

56% 35% 

50% 45% 

62% 36% 



Level 

Great 
38% 
23T 
31% 
24% 
17% 
13% 
15% 
9% 

5% 
2% 

100% 
75% 
60% 



25% 

40% 

100% — 

100% — 
100% — 

~ 100% 



USAS^8APSHOTS 



Wage Increases slow down 

T>i>wtfmhOMiV<«fnina>fofiw<itM»if>^Mn^ 
vMfkMs \nS«$mnmf ^t mmfxet gir ho ur, up 2.9 pmomt 

pifOMtnQOI! 



In general • the worker issues were less 
hindering in hiring and retaining qualified 
ski 1 led personnel than qualified unskilled 
workers, ^k)nethelcss• only physical condi- 
tion was again greatly non-hindering for 
enployers In hiring qualified skilled person- 
nel and physical condition, basic Job-skill 
levels, and basic academic-skill levels, for 
retaining such personnel. A poor work record 
was slightly more hindering than the other 
Issues, but almost comparable hindrance came 
fr n attendance problems, low basic Job-ski 1 1 
levels. Inability to learn, low basic aca- 
demic-skill levels, unwillingness to learn, 
and work unreliability. A write-in issue of 
noteworthy hindrance was again the pay scale 
or salary. (See Attachment IV for comparison 
of median wages for Elkhart vs. Statewide.) 

Other write-in issues greatly hindering both hiring and retaining of qualified 
skilled personnel, for examples, were peer pressure to not excel in work and 
unwillingness to work hard. 




Mtocy Eduotft M*nt. USA TODAY 



TABLE 6 

HINDRANCE LEVELS OF VARIOUS WORKER ISSUES 
IN HIRING AND RETAINING QUALIFIED SKILLED PERSONtJEL: 



1987 



HIRING PERSONNEL 



No. 
of 

Worker issue Resp 

Poor work record 110 

Att endanc e prob 1 ems 110 

Low bas'c Job-skin levels 110 

Inability to learn 110 

Low basic academlc-skll 1 levels 110 

Unwl 1 1 Ingness to learn 110 

Work unreliability HO 

Dlsclpl I nary problems 110 

Drug/a 1 coho 1 prob 1 ems 110 

Inability to get along w. others 110 

Physical condition 110 

Pay scale or salary 11 

Unwillingness to work hard 2 

Job-hopping 

Peer pressure to not excel 1 

Lack of e-.thuslasm 1 

Accept I ng respons I b 1 1 1 ty 1 

Willingness to work overtime... 1 



Hindrance Level 



None 

/NA* Some 

m 35X 

44% 32X 

47% 31% 

50% 30% 

48% 33% 

54% 27% 

44% 39% 

50% 35% 

52% 32% 

47% 41% 

70% 26% 



Great 
25% 
24% 
22% 
20% 
19% 
19% 
17% 
15% 
16% 
12% 
4% 




RETAINING PERSONNEL 



27% 73% 
50% 50% 



~ 100% 

~ 100% 

100% — 

100% — 



99 
99 
99 
99 
99 
99 
99 
99 
99 
99 
99 

10 
2 
2 



Hindrance Level 
None 

/NA* Some Great 

49% 35% 15% 

45% 33% 21% 

58% 27% '5% 

48% 34% 17% 

57% 34% 9% 

48% 33% 18% 

43% 38% .8% 

46% 41% 12% 

52% 35% 13% 

46% 43% 10% 

69% 25% 6% 

— 20% 80% 

— 50% 50% 
~ ~ 100% 

— ~ 100% 

— ~ 100% 
~ 100% ~ 



* NA: Not ^pp^icabl<L 



NOTE: Some comments Have been made to the. e^^ect that a />h(,ntage. oi lota to 
modenote pn.-lced le^Adence^ ^on ^tUe, o^ nent, a/ie a^^ectinfl the labon. -iuppty 
in imiOKt. JhU U diUi-cmlt to a44e44. See Attachment VI ion. /letated 
JinionmaXion. 
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SYNOPSES OF COHHENTS AND SUGGESTIONS WRITTEN IN 
BY SURVEY RESPONDENTS 

(See Attachment II for detailed — and helpful — convnents and suggestions.) 

QUESTIOU : Ane you now expe;U.enc4jtfi ma^fcMi dHHxMVUz4 in hiKiyig 4uaJtUA.ed neui 
avAoyzM who okz ng^ nzqimOizd to have 4pecX<U iob 4kliJU ok tnainiAg? 

Twenty^slx separate respondents wrote In Individual comments describing one 
or more major difficulties that they- were experiencing: only two stated there 
were no difficulties. The most convnon complaints centered around the following 
points: there was a shortage of new applicants who had the needed "basic educa- 
tion** (e.g., high-school graduation) » some stated applicants did not have proper 
work attltudeSf others stated that too many had left after a number of very 
short pre' ous employment experiences; they lacked commitment and loyalty. Also 
comments were made to the effect that anybody In Elkhart gual If ted to begin 
working w£S already working. (See Attachment II.) 

QUESTIOU : A^ie you expe^enCiCns maioK dlHlcuVbiz4 In hOilng ^klttzd new emptoi/- 
ee4 (^.e., tho^o. KzojuJUUng ^pzclaJbLzzd ^^iLtU on, tnjoJinlng)? Vo you ^one^ee 
mioK diiiicultlM ahead? 

This question evoked more than fifty written statements, all but two of 
which enumerated numerous difficulties being experienced now — and more pro- 
blems were expected In the future In hiring new skilled personnel. Generalizing 
these' comments* many expressed the view that both lew quality* as well as a 
limited quantity, of skilled applicants existed now, and the situation would 
probably worsen In the future as demands would further outstrip the supply; 
there was frequent mention of the lack of a good work attitude and tralnablHty; 
some small firms' (mostly service) replies Indicated they could not prc.ide 
full-time Jobs and sufficient pay to compete with larger firms (some mentioned 
that large manufacturing firms' competition for qualified people drained the 
pool). Sai.e mentioned growing drug and alcohol problems. Further specific 
related comments are presented In Attach II. 

gUESTlOM : Po you have any ^agge^A.on^ ok commerutd to hztp alto^vlatz thz diHi- 
cuttiQ^s^ in iinding and hOiing <iualHic,d ^h^X^ed empjto(/ee^? 

Hany employers' statements received could be very helpful to others. More 
than 30 Ideas to Improve finding* hiring and lessening problems are listed In 
Attachment II. Again, these comments center around both Job expertise and per- 
sonal traits and characteristics. 

SPECIAL MOTE : A KQ^contty pi'WA^hed book on how to iind and hiae the 
bz^t people, A.ncnea^e nu^.jZK oi (luaJtHizd applicants, zHidizntty 
nonaow the iiztd, impKovz intzK\;iz'\aing, gzt U6ziut ae^enence maten* 
iat4 , etc . is : Robert Hall on HiKinQ , A Ptum Bo ok ; New AmzKican 
Libnany, P. 0 Box 999, Be/iflen^ietd, NJ 07621. i$R.95 papenbacfe, 
ptu^ $1.50 ^0^ postagz and handling.) See Appendix VIII. 

QUESTIOM : Po you have neecU ioK extennot tocat tKaining pKognams ok a^^^tance 
ioK upgnadijtig ok KztKaining ctmevit zmployzzs? 

Forty respondents wrote In comments which agreed that further external 
assistance was needed; only two wrote that this was not necessary. A common 
thread emerged which stated that a good basic education was needed on which to 
build. Schools were mentioned as needing to pu^ more emphasis on math, English, 
basic sciences and personal attributes. The nt js for employee familiarization 
with computers and word processing «re growing steadily according to a number of 
employers. 

These comments (and others) clearly reflect the need for viable and cooper- 
ative relationships between employers* employees, education and training 
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teachers, administrators, parents and students, comrounfty leaders and pertinent 
pr i vate and pub 1 i c sector organ ( zat f ons • 

QUEST IOH: iihat okz tli:i hiMnanct^ to hOUng ok KztaiiUng qjuuitH^ pzMor^- 
mX7 What eon be done to iMpKow, wndzMnabtz ^Utuotiovu? [The^e qfXM- 
tlofu wene tufted ^zpoHottty ioK wMkltUd and ion ^fUtted/^peCilajUzed 
pcA^onnet.] 

Regardtno overcomtng hiring and retention of personnel not requiring spec- 
ialized skills, (tweWe employers wrote In work Issues not listed on the ques- 
tionnaire). These Included matters of pay, peer pressure, willingness to work 
and theft* One of the valuable results of this study Is the listing of more 
than 100 policies and proceoures designed to help alleviate or overcome hin- 
drances to h1r!ng or retaining qualified personnel , (See Attachment 1 1 and 
Appendix !!•) 

Among the mbny good suggestions were: the necessity for very careful re- 
cruitment and screening actions before hiring, the necessity for a progressive 
discipline system, and procedures to fire problem employees not meeting stan- 
dards after careful documentation and review* A few other points concerned 
counse ling, per sona 1 ass I stance , mot I vat I on , t ra I n I ng , promot Ion , probat I on 
periods, performance evaluation and planning for Job advances. Again, comment*'/ 
were made as to the Inadequacy of current public school programs to provide 
graduates capable In the academic basics and possessing positive attitudes. 

Answers and comments regarding ski) led personnel concerning hindrances to 
hiring and retaining skilled personnel Included the following problems: too few 
qualified job applicants, lack of good supervision (e.g., foremen who can lead, 
instruct, motivate, discipline and gain respect), lack of skills, not wanting to 
work or enter training programs, lack of enthusiasm and loyalty. 

Answers and comments as to procedures used to address the hindrances were 
written in by more than 50 employers . These are well worth reviewing by all 
employers for Ideas (see Attachment II). Included were mention of: providing 
incentives of various kinds, established and announced procedures for promotion, 
discipline, pay and other critical personal matters. Again, there was mention 
of the growi .g importance of Job advertising, careful recruitment and hiring 
practices, and checking of applicant background and expeiMences. 

More than 25 suggest 1 ons were rece i ved to improve h I r i ng and retent i on 
related to skilled/specialized personnel. These Included: recognition and com- 
pensation for the additional skills and training acquired, careful screening for 
promotion of only the best, paying more for those deserving (must be competitive 
in pay scales), good supervisors who can prevent some problems and better handle 
those which do occur. A number of comments were made ss to the necessity for 
more and better training for nearly all personnel. 



AND SOHE SEPARATE, SPECIAL EHPLOYER^S NOTES : 

In addition to specific comments *^rltten in on the questionnaires pertinent 
to a particular question, some employers wrote more extensively on their hiring 
and retention experiences. Three of these are included at the end of Attachment 
II. Consistent with the data and comments throughout this study, these 
employers wrote they have considerable problems hiring and keeping new 
employees, especial iy for Jobs paying lower wages. 
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A number of relevant articles concerning workforce shortages and problems 
Nation-wide are appended" to this report. 

Finally, a new book on hiring which can provide many useful suggestions to 
employers Is attached as Appendix Vll I . 
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514 S. Main St.. P.O. Box 




AHACHMENT I 
CHAMBER OF COMMERCE, INC. 

Elkhart, Indiana 46515-0428 (219) 293-1531 



September 1987 



There have been reports and some data which Indfcate there is a current 
and/or projected shortage of workers In Elkhart County. Some contend the 
shortage fs of trainable employees requiring no specialized experience or 
training. Others believe there are sufficient numbers of job seekers; how- 
ever, they do not have the essential attributes, special skills or training 
needed on the job. Still others believe the most serious need is to upgrade 
or to retrain current employees. 

This survey, designed to look into the matter, is being conducted in 
cooperation with Purdue University's Office of Manpower Studies. If there 
are no serious labor force problems* well and good. If there are. hopefully 
the severity and nature of these problems will be identified, suggerzlons 
received, and actions taken to increase the quantity or raise the quality of 
workers as needed. 

Please help us in our efforts to help you. Your individual responses 
will be kept confidential. We would appreciate if you would complete this 
questionnaire by September 22nd. 

A sunwary of the results of this study will be made availaole to all 
respondents. 



Don He i den. Chairman /oth Harman, Xhairman 

Established Industries Conwnittee /li)dustrial Development Conmittee 





Ptea-6e ^ztuAn completed (laz^tiontuiiKz to: 

Vn. J. P. Li^ac/i i^^''- 
Oiiicz oi Manpottie/i Studies Vf^^^ 
Kfioy hail, Pufidaz ilni\;zfi^A.ty ^o*' 
(Ue^^ Laiayzttz, Indiana 47906 
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Your Name and Title 



Number of Employees _ 
ELKHART COUNTY EMPLOYMENT AND LABOR FORCE SURVEY 



m 



I. Are you now expert enctng major difficulties In hiring Qgw enployees who are 
not required to have special skills or training as a condition of enpioyment? 



NO (SIclp to Ques. 2) 



Name of 

Pos i t i on/Occupat i on 



a. 
b. 
c. 
d. 
e. 



YES (Please complete table) 

No. of Positions 

I 

Special Requirements 



Current I y Open i ng 
Unfilled Next 3 Yrs 



(Use additional sheet(s) as needed) 
Suggestions or commments: 



2. Are you experiencing major difficulties in hiring '' qual if ied " new employees, 
i.e.t those who do require specialized skillst training, or education? 



NO (Skip to Ques. 3) 



Name of 
Pos i t ion/Occupat i on 



YES (Please complete table) 



No. of Positions 



Current 1 y Openi ng 
Unf illed Next 3 Yrs 



a. 
b. 
c. 
d. 
e. 



No. of Yrs 

Experience 
Requ i red 



Educational or 
Training Level 
Required ® 



(Use additional sheet(s) as needed) 



Do you foresee major difficulties ahead in the next three to five years in 
hirimj such new employees? NO YES: describe 



Suggestions or comments: 



® Lzvzl o4 education/ tKCL^fiina : 

(f) CouA^e^ onZy (3) ^JocaXiofial/JzahniccU Z-'^zax (5) Un^Cv/eo^Uy 4-yeaA 
(2) CznX<i<c(Uz (4) llni\Jzn4<ty Z-Vzan. (61 GnAduaXz /^tmLlz^ 
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3. Do you have needs for external local programs or assistance for upgrading or 
retraining vour current employees? 



NO (Skip to Ques. 4) YES (Please complete table) 



Name of 

Position/Occupation 



a. 

b. 
c. 
d. 
e. 
f. 

9- 
h. 
i. 

J. 



Number of 
Employees Co ncerned 
TIext 3 Vrs 



"RoJT 



Educational or 
Training Levei 
Required ^ 



(Use additional sheet(s) as needed) 



Would (do) you reimburse employees who participate In such programs? 
NO, YES: tuition, YES: books, YES: Other 



During which of the following would you prefer your employees take clashes? 
Daytime Evening Either 

Do you foresee future or changing needs for employee training? 

NO YES (describe) 



Suggestions or comments: 



4. Are any of your employees currently enrolled in educational /training courses 
or programs? NO (Skip to Ques. 5) YES (Please complete table) 



or programs? NO (Skip to Ques. 

Course or Program Campus 



a. 
b. 
c. 
d. 
e. 
f. 

g. 
h. 
i. 

j. 
k. 



Number of 
Employees 



Educational or 
Training Level ® 



(Use additional sheet(s) as needed) 



( 1 ) Coun^e^ only ( 3 ) Voc*Uo»uU/Techivtca4 Z-Vexw 

(2) CzKtiiAMUQ. (4) UrUwe/u^Xi^ Z-VeoA 



:5) Unl^JtfUAXy 

16) GnaduaZz 4tudA.t4 
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5. For your wiploynwnt neals which da not require speciat ^kllis or training. 
^"l^J^T^ «f hindrance each of the following worker Issues Is In 

hiring qual If led personnel and in retaining qual If led personnel : 



HIRING PERSON a 



Worker Issue 

Low basic Job-sklH levels 

Low basic academic-skill levels. 

Inability to learn 

Unwiinngness to learn 

Poor work record 

Orug/alcohol problems 
Attendance problems 

Physical condition 

Work unrellabll Ity ... 
Inability to get along w. 
Disciplinary problems 
Other work issues: 




others 



Hindrance Levei 



r>k)ne Some Great 



RETA 




NING PERSONKEL 



Hindrance Level 
None Some Great 



Current procedures for overcoming problems: 



Coflments and Ideas for improving the situation! 



6. For your en^-loyment needs which do require soecial skills or training, P I ease 
check the level of hindrance each of the following worker issues is (a) in 
hiring- qual if ied personnel and (b) in retaining qualified personnel: 



HIRING PERSONNEL 



Worker Issue 

Low basic job-skill levels 

Low basic academic-skill levels. 

Inability to learn 

Unwillingness to learn 

Poor work record 

Orug/alcohol problefiis 

Attendance problems 

Physical condition 

Work unrel labi Hty 

Inability to get along w. others 

Oi scipl inary problems 

Other work issues: 



Not 
Appl i- 
cable 



Hindrance Level 
None Some Great 



RETAINING PERSONNEL 



Not 
Appli- 
cable 



Hindrance Level 
None Some Great 



Current procedures for overcoming problems j 



Coninents and ideas for improving the situationj 
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LABat-fMff antn. 



AnACWCNT II F^?9 

WRIHEN COHMENTS FROM ELKHART LABOR SURVEYS "^^T 

1. Are you now experiencing major difficulties in hiring qualified new enplovees who 
are QEt rcQuirad to have special skills or training as a condition of enploynent? 

a. Volunteered and Written Suggestions or CoMnents by Respondents: 

Coimients stating difficulties are being encountered: Yes 24. 

No difficulties 2. 

- HOOns at tJokiA U not <u (tUi^cuJU (u fieep^np tHea comtng to won/i. 

• Pe^XjUteti^ neaui/ie fU,0h ^choot gnuduated with abit^e^ to comRiuyU.cate, /leod, 
iiMtttf. and odd wett! 

- Need mone peopte quat^U^-ed ion wonJi >Ui the onea: AttnactA.ue nanhetiCnfi needed to 

eadiMe thetii netocot^lon to th>U onea, and mofee po^diUtCve po^Cnt^ about the counti/. 

- VuiUng the pa6t iem i/eo^u we have had an tncnea^ed tiuuaoven tn att depantment^ due 

tu tocft oi qjULoitlty wonft and tacfe oi dependabte, motiCvated eiipto(/ee6. Iitoiifeea^ 
tach Kh^ obLlJUy to th4jfih thnough p^obtejM to get ^otution^. Thzy oiten to/te 
^oateiuU and ottotn poon wonh« 

- Even iMJiztuiyig hoanty nato. doe6 not inot4.vate peopte to apply ok do an adequate 

dob white ctoc/ied in« Need mo/ie quoCi^ied peopte who ane ^ee/ttng wonii. 

- The maiOK iUiilajilty L6 finding emptoi/ee^ who a/te /letiabte and motivated. The 

^peci^c needed ^hitU con be taught in on the d'ob tnoining. 

- Theiie ane ptenti/ o^ untnoined peopte who apply, VzKy ^ew have high ^choot edu- 

cations. The only ^hJUUU we /leaui^e a^te the basic /leading, w^iiting and matho,- 
matics sftitts. Howeveii, thene ane a shortage oi peopte who have these ^lUllA. 

- Ue need peopte with pnopert attltxidzj^ and wittingness to commit themsetves* 

- Most appticants can't pass a simpte moth exam. 80% have not g^iaduated ^^om high 

schoot. Mani/ have poo^ aJUUdbiikQ^ aboiit wonfe. 

- Since thL6 ^estoonant has opened cm Jutg 6, 1987, we have attoituptoA Vi catch up 

tHjX 04^ oi Octoben 10, 1987 we 4XLtl do not have a iall sto^^. We wit tnain but 
most peopte don't even show up ioK thein interview. 

- Ue have a pool oi won/tens avaitc^te th/iough the sheet metat union. 

- 25 to 30 percent o^ emptoi/ees ane veni/ undependobtc and do not want to wonii. Ue 

ane having pnobtems with ^afee wonfimen's compensation coses* 

- we encouAage the peopte ^^om othen 4itatQAk, without mmy /lestnictions, and don't 
moiie it di^^icutt ioK the Hospitotiti/ Indust/it/ I thin/i we can get good /lesutts. 
We need to do mone. 

- CanpoX layzKA and d^-wott Hjfil6hM.6 a^e almost non-^XAAto^nt. 

- Unemptoi/ment so tow cannot lieep hetp. Tu/inoveii high, emptoi/ees can go ant/whene in 

Et/thont and get a job. A KQjolly senious pnobtem 4ok us. 

- It is ho^ to sat/ how mane/ openings we witt have in the thnee i/eo^s. The^e anen't 

a set number o^ positions in each anea. We tni/ to have enough peopte to coven 
event/ houn we one open. 

- Peopte in this anea who do not have ^obs ane "pno^essionotti/" unempto</ed« 

- Anc/one who wants to wonfe does. We need mone peopte who ane netiabte. 

- The peopte Ittat one hined oMoXly quit in a day ok two because, thei/ sai/, the wonfe 

is too hand and/ on you can mafee mone on wetiane on at a ^ctoni/. 

- Not Hining at this time. 

- Betten basic zduitation in the high schoots* Atso education peopte that some man- 

uat tabon witt atwai/s be with us and speed and divensiti/ ane iust as much a 
sfeitt as openating a computen. Teach them to nead a nuten. Teach them basic 
math. Teach them titat at>^znt^zl4im is not acceptabte in the wonfo ptace. Teach 
them thei/ *nust be hond-wo/ifeing and loyal. 

- I?uni»ig 1987 we have hined 150 peopte to maintain an emptoi/ment tevet o^ appnoxi- 

matettf 450. (A on^-thlnd taKno\;tK fuUz. Peopte Quit a^ten shont peniods o< 
wonli. ) Peopte who KzaJLly want to wonit ane att alKmdy empto(/ed. 
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Question #1 - Continued 

- Ue OAA cjuMzntly in a dcm pmJLoA bat havz had tango, tujinovtn in I9S7. 

- ttany lack the pvuomt 4MXJU, 4uch <u coiutauctA.ue and coopenotiCv/e attitude and 

witttngne^ to tfonii and to be tnotned. 

- Maio^ !Mobte«i» iU peopte one not itf^Xttns to tea^. Thee/ ^hoitf no attempt to teonn 

on theXA oim 01 oni/ ^Inte^ie^t tn to/Unfi the tna<jatn0 which o^^ened. 

- ye^, we con hUe new emptoyeeA but we. a/ie hav;ins s/teot di^^tcuttf/ hUtng flood 

dfwmlehfe eR«:>toc/ee4. 



Z. Are you experiencing nejor difficulties In hiring skilled new eaployeest l.e.t 
those who ^ require specialized sklUst training, or education ? 

a. Do you foresee waJor difficulties ahead In the next three to five years In hir- 
ing such new enployees? (Describe) 

N's = Yes 54, No 2. 

- Ve^. Todoi/'^d senenotton onen't <u wett /lounded, havzn't ou much dntve, and ane not 

iu wJU educated. 

- Ve^. Candidates inom lUSh an.z hoKd to attnact, the^.e^o^e, we ^eanch bei/ond the 

tocat'onea. 

- Ve^. Poo^ wonh' ethic in thi^ anoja. 

- Ve^. Un^ontunotety the^e p^obterw have existed 4ince the 4 toot oi this biuin^^ 

due to ma^o^ o^age oi dnud^ and because 0^ iJtis denenation not cMAing about 
whethen thei/ deep a iob 0^ not. 

- ye4. Numben 0^ appt>tcant>6 zrOtoMng Into the nansing p^o^e>6^<.on and competition 

with ho4pttat6 in wagos. 
" Vqa. Fewe^ cottege gmdixatos in the^e tocat a^eo^. 

- ye^. Ihis anea ho^ a hLgh mobiJiz home indii^tKii and we cannot compete with thcin 

pai/ ^cate. 

- ye^. Expenience needed in the iutuKZ witt be mo^e technical. We witt ^each the 

tevet needed in big cities but ciutorwu \aM my te^>d. The ^e^ivice Indiutny 
anound Ethhant is vznjj cutthroat and ^ew quality >&envice^ exv6t. 

- ye^. Thene t^ a need ^o^ ^ome emptor "e^ to be mo^z con^t/iuctive and coopenottv/e, 

mone netiabie and JtiXting to wonh and 6tady . 

- ye6. Ue htne tead teachen^ who mu6t have (to meet ou^i /lequinement^ , not the 

^tate'4) a minimum o< a 2 yea^i dzgnzz in ea/utty chitdhood education. 

- ye^. Lacft 0^ tzznagoju and tow unemptoi/ment . Imp/io vement in de^inabte pe/uonat 

chanacte^ii^tic^ i^ needed by 4ome. 

- ye^. Job manhet tean^ heaviti/ to iactony ok R.U. indu^t/ii/: ^et^ the pace. 

- ye^. Appticant^ one {uually inom ^enuice ^ypz iob^. No >6peciatized tnaining. 

- VeA. Shoatafle oi Medicat Technotofli^t6 and Medicat Laboiato/iy Technician>6 . 

- ye^. ToK expeM.eKced RU tine emptoi/ee^ the tow unemptoi/ment nate in thi^ a^ea i6 

a paobtem. Fo^ wo>iheiu and -^ec^etaniat the youngzK appticant^ don't have flood 
ba^ic^ [SpoXUng, Enpti^h. etc.). 

- ye^. [The/ie is a] genenot tightening 0^ the Et/iha/it taboK monhet. 

- Ve^. Heotinfl and ain conditioninfl/enflineeiiins 6izHts needed. 

- ye^. Peopte do not 6tay at one job long enough to get piopoA expe/iience. 

- ye>&. No motivation ^n.om the dove^inment no/t encoun.adement to pui^uz ^ach ca/iee/c. 

- ye^. The^e ^eem^ to be a gnojitzK than a^^ual ^hontagz oi quatHizd peopte. 




Question Z.a. - Cdntfrnitd 



- ye4. Theiie U a 4hontaoz oi ^6kHlzd appJUcMVU: ^ome have pooa pnev^CNU no^ 

- Ve^. ?^obJUm zxJUt6 tMtcoiue oi £ow botany oiiened. 

« ye4. Anea tnuJbMM dejMUuU on taboa maniiet one 4jtc;iea^<nd. 

- VeA. Thene U a deiiiUte 4hoiita0e oi ResUtened Na^e^, L^cevued pitact4.<uU Naiue^, 

04 /Ud and Nime^' /Udd. 

- ye4. Continued Mtontaoz 4klt^Ml onea^. Miut go out^ldz local conrnvfUty. Some 

tmployzM not ntadlly tnaiMblz, not willing to put in eiiont and IAjm. 

- Ved. Loboa manttzt cannot paovtde emptoc/ee^. We advent A.^e tn MicKtflan. 

- Ved. Jhi6 l6 an on-potnp paobtem. Mo/ie flood peopte mj^e tnaining needed than 

auattabte. Sttuatton t6 deteatoiiatinfl 

- Ved. Retattveti/ new itetd and not many <iaatA.i<ed/expe^enced peopte tn tabo/i 

moAkzt ^J^ thAA oKza. 

- Ved. Moae KZAlMJumt^ and bu^e^'6e>6 a/ie comA.nfl <nto the onea; need peopte. 

^ Ved. The asfcuilability oi ({uattited, expe^enced wo/l/^e/l'6 dec^ea^e^ yoxxAly tn the 
EWuwt anea due to the tow unemptoyment pencentase. 

- Ved. Attitude 'deemd. to be veitf neflotive. Many appticant^, but they aiie not aeot- 

ly wonttnfl to wonh, (many a^e not Quotiiied, ^ome have poo^ p^oi wonft leco/id^). 

- Ved. Too many peopte jiUt don't want to won/i. 

- ye4. ti unemptoyment ^y^ down because we wo/ife acco^iding to minimum wafle. 

- Ved. Low une«i><oyment tevet in Etfehant County mafee^ getting auatiiied and exper- 

ienced hetp hand. 

- Ved. Sho^fle oi auatiiied, dtabte emptoyee^. 

- ye4. Our turnove>t thi^ yea^i [i^ high], (i.e., hired 300 Kztainzd 70). 

- Ve^. We have had to nz^ohJi to in-hou^e training because a trained /experienced 

worfc iorce wa6 not avaitabte, except at highzAt pay ievet^. 

- No. Not any more than at present time. 

- ye4. Pemand witt exceed ^ppty oi (lualHizd peopte. 

- ye4. Serious ^hortafle^ in the industry. Situation wii^. probabty worsen. 

- ve^. Area laJboK morhet u^ed up. Vet more bu^ine^^ i^ pre^entty ptanned ior Et- 

Muint Area by ^everot companies. 

- Ve^. Very (LiHicjuJit to iind experienced per-&onnet. 

- Ve^. Economic flrowth. Factory Competition. Too <ew auatiiied peopte. 

- Ve^. Can't compete with iactory industry, (i.e., iutt-time po-6ition>6 and pay). 

- Ve^. Nur^infl -dchoot^ have reduced enrottment^. Wape-& are not competitive with 

other indxutnJiz^ 

- ye4. GKZoXzj^t moblzn i^ meetinfl compen>wrtion pacfeape o<<ered by tarfle companies. 

- Ve^. Not enouflh flraduatinfl to iitt the need-6 o< an aging society in a more tech- 

notoflicat e^ui. 

- ye4. Pepend6 on economic conditions in my industry. 

- yes. Historicatty , a shortafle oi secretaries with tegai 6kill6 and 4Jionthand. 

- yes. Appticants do not want to worfe. Many have atcohot or drufl moblzm^. 

- yes. Lacfc oi 4liitU to qjualHy ior iob. ln/,aHiciQ.Yit training. Poor worfc attitude. 

- No. We have a poot oi worfeers avaitabte thfioagh the sheet metat anion. 

- yes. Not enough nuK6eA avaitabte. 

- yes. Pemand is too flreat, not enouph tnaining is bnA^ng provided, ( environmentot 

concerns ) 

- yes. As the worfc iorce incKejO^^ in thi^ area, we do not have enouflh auatiiied 

hetp to iitf. our needs. 
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Questfon #2 - COfitfmied 



b. Suggestions or Conmentst (regardfng dffffcutttes fn hfrfng skilled gyallflcd 
enptoyeeSf e.g. havfng special skills or training)* 

M's * Ideas to Improve situation No difficulties 2 

- StKmQZK couKM Atudi/ needed An IndiUtHJUU SapQA\;Ulm, HatMlaJU Monafiejnent. 

- Encounafle young aduJUU to choose a awtzn in HufuAng os^zk othZK p^ioie^otu. A4- 

4Ut tfUh UnanclaJt K^^pm^lbUltlu. 

- We have zxczUont beiieflt6 but ^one iu4t tooli at jpay dizck. 

- Schotoiuh^p^ needed to zncounagz pzjuoM to enten the iietd. We need to tnc^ea^de 

iundtns to dcm coaz center 4o mgu can be compet^XiCve. 

- Omdi down on indzipzndent cteone^ Mho one patd undent the tobte. 

- Potentiot and acXuaX enptoc/ee^ lue iietuctant to wonh iMeehend^ o^ ntght^. Job 

iionhet iA lOpe 4oa Monday - TnJiday day^ An iactoKy ok manaiacxuKing position, 

- MO'dt pO'dttton^ coiitnfi a\;attabte one zntny tevret pitoductton won!i. We betteue In 

tnaining zmptoyzz6 to advance nothen than hlfUng on out6tde peopte wtth 4JtUUUU. 

- Locot p^oflnam «iUh on OJT tnotntns 4und6 be ^et up ^o/i ^pUctn^ ^choot and in- 

4itaXUng ^choot 10 weefu pen couiue and then /ob ptacement. 

- We have t/Ued att a^pect^, we now need c/oun hetp to set Quat>Uted emptoi/ee^. 

- ?04X "hetp needed" 'Usii^ on nott btttboo/uU and matt ent/uince6. 

- It U dt^^tcutt to ioKZAzz economic tnend6 that woutd a^^ect oun hUtn^. Advance 

ptanntnfi, MAAng and tnotntn^ anz dU^cutt, but mu6t be done. 

- Inc/ieo^e en/iottment thnoufih mone ^extbte cta4'6 hou^. InAxut^y will hjolaaz Wigz6 

to attnacX new gnanUiatz^. 

- Pu4h Phonmacc/ Schoot to high ^clvoot juntos and ^znlofu {oa a coazzk chotce). 

- We have nun ad6 An thz local papen ^on zight day 4 with no one applying. 

- (Pnou^de) tn-hou6e tnaAning on ^6tate gmrvU to ^ompante^ to tnotn zinployzz6, 

- Schoot6 '6houtd put none empha4t6 on ba^tc education In 3 aneo^; KzadAng, wntttns 

and aKAXhmztic. Atdo, hetp 4tjudznt6 devetop ^ood wonfi attttude^. 

- Hiut ^cneen ^on flood ottAXudz^ and tnalt^ by cone^ut ^cneentns and chzcJiAng 

ne^enence^. 

- I'm con^tdentnfl adventt^tnfl In othen anea>6 (t.e., Indtanapott^ , Katomazoo, etc.) 

and penhap6 ^b^dtdtze mossing expen^e^. 

- Gtve a flnant to the peopte who ane tntene^ted in thl6 biUAnz64i and want to matiz a 

caneen out oi it nathzK than to iAJU In thzO^ >6pane ttme. 

- Mone tnten6tve tnoAning pnoflnam^ needed. One and po66ibly 2 yzan^ oi zducatlon 

and tnaAnAng one needed ^on a wett nounded zmployzz. 

- Medtcot Tenmtnotoflc/ JU vzjiy tmpontant tn oun ^tetd; ladzlng. 

- Thene t^ ttttte tnatntn^ avattabte ^on oun ^dpect^tc wonii but we ane ablz to at- 

tnact applicants ^nom peopte wtth Kzlatzd knoialzdgz (t.e., batUu, KzaJL Z6tatz 
ugzndz^, etc. ) . 

- OUzK local nwuAng ( education I pnoflnom. We mu^t educate to meet oun need6. 

- It wttt cO'dt even mone ttme and monzy to tnain peopte and deep them abnza^t; 

'dcneen canziutly and htne tho^de wtth nece^^ani/ potenttat . 

- We have 'deen a ^tzady decnea^e in th^ numbzK oi Quott^ted appttcant6 — lacJking 

ba^tC'd 'duch a4 math, 4pzllAng, gfummoK. Howeven, mone one needed. 

- NattcAwtde KztailzA pnobtem^. Mu^&t pnovtde bzttzK ba^ic education and ^ome ^pec- 

tottzed tnaining to all. Pnopen attitudz6 anz zs^zntAjol. 

- Tho^e who meet mtntmum Quatt^tcatton6 one alKzady mnhing. No new one^ asfoJUiablz. 

- Anea educottonat ^cttttte^ need to tnctude bo^tc education in vocattonat and 

appnenttcC'dhtp pnoflnom^. 

- The va^t maioKlXy oi oun emptoc/ee^ btd ^nom withtn thz wonft finoup. The avznagz 

yzaK6 oi ^ZKvicz oi oun emptoi/ee^ i^ in thz nangz oi 15 yzoA^ on mone 60 we 
don't have much tunnoven. yzt. 

- Unte6^ the population ^now^ aton^ wtth the biuinz4^6 thene i4 going to be a ^evene 

6honXxLgz. Thene t^ otneadi/ a ^honta^e because thene ane te'64 teena0en6. 
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QMStton f2.b. - ^mttmied 

- We need a cowmmJUty pe^uonnet data bank oi asmJUtablz pe/uonnet wc con 

wndloK ^chzcJk up* on opptlcant^ fre^cMie #e ibtte^vf^etf and Hi/ie. Too many ana poon 
luUfe^ qiut^titmabla pnavixnu necondd <m fcnow notfUna about. 

- Encouiui0e 4lUjUed laboK to netocote ^ the Itkhant oaza by piosfijUnQ inexpen^4.ue, 

aedpectoMe htnuing nUXMn. ptMuant 4iuMXHmdina6. 

- Have odveittUed ^n 5 neiMpope^u in HoHtM^n and CentiuU IMljona. Have at4o (ued 

Indiana omfAt^ymant and ^decuiUXi/ d^Ci^l^on computer UUtina/^ Stat^uUxLa. 

- Mone vocat^onoJt/technlcot tnolnin^. 

- Need to device a my to entice peopte to nove to EWuwt County. 



3. Do you have needs for gxternal locat trafntno prograBO or assistance for upgrading 
or retraining current enployees? 

a. Do you foresee future or changing needs for enployee training? (describe) 
N's = Yes 26; No it Unknown U 

- ye6. I woutd only comajLqa ^^minaK6 In onden to Kztnain ^upe^ul^o^ In how to 

deat with paobteivw6 In tunn-oven and eiiptoi/ee /ietatlon6hlp6 that wltt contJnaa 
long 'Into the butane. /U you can ^aa, I'm \;zny imutAot^ with the ti/pe^ o^ 
peopte we haUe to wade tlvioagh in onde^ to gat the niflht one^ ^o^ oun tuulne^^. 
(We one 'dhont o^ qootl^^led, tnal^nobte peopte.) 

- Va6. Mone '6peclatlzed tnalning In Vocotlonot/Centl^lcote tnalnlns 1^ needed. 

- ye6. We need to tnol^n young Inexperienced wonfeeo^ In flood chltd cane techniques. 

- A 'dotid basic education Is needed as a ^oundatton; c/iltlcot now, even mone taten. 

- Ves. Schoots not KzaJUy "educatlnfl** finoduates. Hany apply who cannot neod, w^e 

OK compute simpte moth. Situation has become wo^e these post ^ew yzoM. 

- Somehow, we need to Improve emptoi/ees* attltuda^ and retlabltlXi/. 

- Hlfiher tevet o^ sfeitt tnalnlna needed In cterlcat functions. 

- Ue may need technical tnainlng ion upgnadUng and computerized me^^ fabrication. 

- Need to ma^tan iundamzntcJU oi communications , computation, noo/^OMng and Inter- 

pvuonat sfeltts. 

- Vnobably In the areas of computer data processing. 

- Ves. Computer oriented 4^hJUUU. 

- Ves. Must Have flood computer sfiltts, flood abltltla^f and commitment. 

- Ves. Atwai/s chonfles In tratnlnfl requirements and techniques. 

- Ves. Increoslnfl state and federat ticensure InaqiiLtnQjinQnJUI/^ndandA) wItt decrease 

the number of staff and Increase the demand. 

- Our flrowth has been so rapid our needs coutd chanfle - unfenown at this time. 

- Ves. Upflradlnfl pne^ant knoialadga, new methods and I on machinzny. 

- Ves. Computer sMXts. 

- Ves. I feet that as certain iobs become more computerized, peopte wItt need more 

hnowtedfle of computers. 

- Ves. Hlflh technotofli/ (heeplnfl abreast). RaqjiUnQ^i sotid ac«^demlc foundation. 

- yes. (tfe are becomlnfl more sophisticated each yzan with new equipment and process. 

- Ves. More emphasis on basic EnglJUh and math sMjtts. 

- Ves. Continued emphasis on basic reodlnfl, writlnfl and arithmetic 

- yes. Serious, hard worhlnfl, desire and dependabltltj/ In an emptoj/ee. 

- yes. Basic machine practice, CMS, qfiatlty and use of flafles. 

- No. Not In our tndu^tny perhaps service indu^tnia^ such as fast food. 

- yes. Technotofllcot obsotescence wItt be a contlnuot probtem In the etectronlcs 

indu^tny . 

- yes. Technlcot, draftlnfl (CAP), and supervisory training wItt be necessari/. 

- yes. More etectronlcs and mechantcot needs. 

erIc 



Question fS.a. - Continued 



b. Conments or Suggestions^ (regarding needs for external local training programs 
or assistance for upgrading or retraining current employees). 

N's = Needs exist 12 • None needed I. 

- H (Uptoma L6yuizd, <u^we ce/tto^n cKJUtMijL be met on oJUz ^^tiident cannot gnaduatz. 

- iKoJUfilng iyt typing, lO-kzy aUculatoKp fkoHd p^oce44iU0» and data Mtny needed. 

- Con peopte be educated to want to itfonfe, loont to teoAn? Wut be done. 

- We do 40Rie In-hoiuz tnainiytg ioK ^poAvUofu to te .ch them mot^vatX.onat and othe^ 

^upe/iViUoitf 4JiJmJU: need moie. 

- Ue yviovilde in-hotue tna^n^Cng on oun wond pKoczMing ^c/^tem. 

- Foi the oboue Que^t^on^, I th^Ji the Govcuunerit ^outd paov^e the iacllitiz^ ioK 

the^e peopte to set the education needed ^ th>U biUinzM wh^ch wootd hetp the 
Ho^pitotttf/ IndiUt^c/ to advance. 

- Ue a;ie conduct<nfi an onea bojnh-^aidz coiipaehea6ive tnalning need6 a^e^ment, and 

W4Jtt ^ow mone when the data ha6 been anaJtyzzd. WUU need ^ome tnaXnXjifi. 

- Need hetp in mafUnfi emptoi/ee^ and candidates ^amitXan wtth compute/u and wond 

pnoce^o>u . 

- Lacfc 0^ wonfe ethic » poon attitudes. -Emphasize in schoot to be senious, hand wonfi- 

ing, and dependabte. 

- Need tnoininfi in RV sc/stem^ (i.e., etectnicott heatinfi/cootinfi, LP). 

- The tna4.ni.nfi seeii extennottiy ^on emptot/ees who want to comptete high schoot, 

seefe Hifihen education cnedits, etc. (e.g., ^onmat education) 

- Sooth Bend is too ian to tnavet — we need a significant expansion of v/onieties of 

counses offened in Ethhant aKza. Senious *aeed fon Technicat (Enfiineening) gnxud- 
uote tevet counses, as wett as univensitiy associate and bachetons degnees. 



5. What are the hindrances for hiring or retaining employees who do not require spec- 
ial skills or training ? 

a. '•Identify other work fssues": (These were added to worker hindrance Issues that 
were listed on questionnaire.) 

N's = 12. 

- Some even thKZjaXzn to contnot us with ^^w- suits. 

- Theft. 

- Peen pnessune not to excet. Hand wonfe not appn,z<iiatzd by othen wonfeens. 

- Pay scate. 

- Onty pant-time wonfe, on ^ztondlthOid ^hiit dobs. 

- Basic math capabitity and othen basic 

- Pzjuoml hygiene and appeonance. 

- {imUXhig to wonfe hand. Not motivated. 

- Lach ziitlMUUiL^m, 

- Bettcn wages, 4aJiaAKZ^ and bznziLt^i. 

- Uant hifihen wages. 

- Poo^ supenvisons. 

b. Current policies and procedures for overcoming hindrances to hiring or retaining 
qualified personnel not requiring special skills or training. 

N = 75 

- [CuAKZiit pnocedunes) Hine evenyone and hope some witt stay. (Not good enough.) 

- Patience! 

- Communicate with all emptoyees. 
O - Be extnemety selective in hining. Checfi all baoJlMJitOiind infonmotion. 
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Question #5.b. - Continued 



- HiUe addJUUmat people to mcovzK MMnanc^ at all teveJU. 

- T^^Xn eiipto</ee6 to be iloxihtz to prevent bo/tedoA avid iUideo^e pKodactl\flty . 

- Loofc ioH peopte with p^open attitudu, tho4z who one ^nteneUed, motivated. 

- Maiia0e«ient/ejRptoi/ee dJUcjUL6^ofu and finoup meet^lnfi^. UanyUjfi0<6: s^zAbat wfuL mitt^. 

- (iUe) expevUilve twayzM (viHevt tnoub4te); conduct 4zmiMLfU. 

- AppCi/ chain oi cowmand p^ocedune6/con;iectlve acUon. SpecXxit 4UwvUoru levX.eitfed. 

- tfe have vmtoyzz appfuUMl 4</^em pttu wMXten di^CilpUnaii!/ action ^y^tat^. 

- EnpCotfee a^^Utance p^oflnam p^ovide6 coiuuetins to bKisxg peopte bach tnto the 

p^iodacttve wonh^o^ice. 

- WoiuUnfi, then itne. 

- Evotuote and tAi/ to motivate einpto(/ee6. U thX^ doesn't uionh, iViz them. 

- VUmU^^U iottow^nfl /tep/itmond. Pocument cane^utti/. 

' {ikvvfUng ^y^tzm ioK vook mnk hahJUU. Rotate amons c^tew^ to betcen match pe/uon- 
attUe^. 

- We coach and heep ontt/ t'lo^^ empto(/ee6 acceptable (meet rtut 4tanda;ut6). 

- Replacement (oi un6atil:^^acto/t(/ wonhe^). 

- Waantnfl-6, action. Ke^p good neco^^U*. 

- A^te/i pentod o^ tire H emptot/ee JU umblz to teonn and pen^oiun at expected note 

thet/ oAz diUmi^ed. 

- Ue have a written loanntnp '6(/'6tem to Lnionm empto(/ee6 o^ thet/i [tach o^] x>^oqkzm, 

H not up to .pa/i. 

- Tnc/infl to upfinade wage^ ^60 we can attnaoX and heep competent wonhen^. 

- Po^ctpote with htfih 4choot6 in PECA p/ififi/um6. 

- Patience; wonhinfl hand in hand to tnaJbM p^i^e when flootd o^e met; monetary floats 

4et and awa^tded a4 4hUUU acquired. 

- On Job Tnaining; incentive ba^ed attendance policy; co^ective counseling pnoce- 

du/ie 

- lot/infl to Chech mnk KzzoKiU moKz clo^zly, VuLKiULng supervisors to be bzttzK moti- 

vators and teachers. 

- Better communications (up and down) . Li^tzn to complaints and ideas. 

- Emplo(/ee lu^l^tancz program. 

- We don't hire many \aithoat specific ^klJUU .. . hard to ^ind good ones. 

- Because we are a young company we are presenile/ writing procedures. 

- CowfU^^iJ^g, incentive programs. 

- Con^ta^ counseling, tnjalning etc. 
* Vo not hire incompetent people. 

- Active recruiting techni<iues (i.e., adv^rtising, high school recruiting). 

- Prug/olcohol screen ^or potential emploi/ee^. 

- One-on-one conferences plus monthly employee mzztAyig6 for general discussion. 

- JncUn and Kztnaln those you have. Screen. Keep advertising for help. 

- Explain what is expected before thzy anz hired. 

- Counsel, retrain and zduaitz. 

- Continaz IntoAvlzialng and hiring even if position is not mz^zntly available. It 

probably will be available in the near future. 

- Trying to hire and heep hlghzK level personnel. 

- Consistency of procedures. Upgrading employees thru tnalnlng. 

- Good screening and reference cheching. Con^tnactlvz coaching and discipline. 

- More of the some and and ^apzwl^oKy tnalnlng. 

- Comprehensive background chechs.* Po^^lbtz drugs and alcohol touting . 

- l/ery low turnover with ^tablz planned growth. 

- In-house tnalnlng - explaining what, how and why on regular ba^l^. 

- Employee /management dl^ca^^lon^. Uage Incoyitlvz^. 

- Provide a^Utancz t ways to get the Klght people iiA^t [selective hiring prac- 

tices] . 

- ?Kogm44l\)z discipline and one- on- one conferences with %wf)ZK\)l40K. 

' (tie have a positive disciplinary program to deal with problem l^^az^ as well as in- 
O service and on-the-^ob tnjalnlng. We also have an Employee k^^Utancz Program. 
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Question #5.b. - Continued 



- Ue ioUow de^ilned ioK pcuiUcuta/i occunnence6, and lue oiui emptoi/ee (U4i4- 

tonce yvtoflnom when po^Aibtz. 

- Betteii ^cAeen^lnfl paocedune^, a good dUcApWiony 4y^zm ^J^ ptacz. 

- Piiomote l^oii ««h-An. - On-the-^ob tiuUiUnfl. 

- E-6<abJtUh poUc!/ o< hXflh ^choot oh GEP. ic^'^ employment. E-UabtX^hed 

Ji^-hwu^ taa^bUns yvioflnam. E^tflMi^hed ^taonfl attendance neauXAementd. 

- Moite thoiioudh bac^ tound ^eanch. CHedi /^e^enene^ ca^e^uUc/. 

- Coun^eJtlnfl, d^UclpUne fuu no ei^ect; (oiten need ^onfleii ^ep6). 

- Coun^ejUnfl, Empto(/ee A^i^tonce Pnoflnom. 

- P/iof/ie^ive diUciCpUne, Employee A-M^Utance Piioflnam and coan^eUnfl. 

- Pe^onmancc Kz\;iQm duiUAg pnobatlon, pKogKZ^4l\;z dA^cipt^ne. 

- ((Ue an) intennot tna^J^^J^g center; MAing ineeze ^^nce ^giut 1982. 

- Vnag and atcohot oblige p^oflnom. Attendance pot^cy - points 4y-6tem. P^CA.pWjoany 

p^ocediuie^. &U.e\;ance p^ocedute6. 

- Coun^et^fl talth employees on a one-to-one ba6^. 

- On-the-iob edacot^un ioK thwe wUh the Klght aZtUadz about wo/ife. 

- PeA^onmance evatuotilon^, connective iMzKs^lzm, tighten -6upenvi4A,on, incneo^e 

tncJUfihig. 

- 90 day pnobrtion penAod. Established company policies and possible monu^actune 

outside EJihoAt County iU too many employee problems). 

- All these ^ob ^hlndnancz iMuz^ would prevent oun hining such applicants. No 

employees (ane continued) on sto^^ who don't possess high ^tiiXU, i^zgnxty and 
professional office mannvu. 

- Selective hining, contacting nefenences, tzAting and scneening. 

- Better ^ob of tnoininfl new personnel. Better supervision. 

- Use temporary service worfeers fiaXhzn than hire those who do not need minimum cri- 

teria — do not ilU positions (with people not iulty for ^ob). 

- (Ale try to eliminate pKobtzn\4i at pre-employment ^cAzzviing or doKing probationary 

period. 

- Com^xtny policies and production compensation proflrom relotinfl to needs lA^tzd 

above. 

- Ue have an Employee Assistance Program. 

- Provide tfiiiniixg 6zminaJU & conference. inczYitati\;z bomuzA for flood performance. 



c. Comnents and Ideas for improving the hindrance situations In hiring or retaining 
felatlvely unskilled personnel. 

N = 40 

- Set i0l6 should be stricter. All ^^tudztvU should meet z^tabtUhzd ^^tandoMU. 

- Basic education in the schools, plus development of a flood value ^^y/^t^. 

- Government funded programs to znabtz current employees to advance their steills 

and/ or a floveriiment funded proflram to encourafle relocation in the Elfehart area 
and participate in tnainiyt^g proflnoms. 

- Improved tKalning to develop strong iOut line supervisors. 

- Better preparation in school 4y4itzm for those who aren't floinfl to become attor- 

neys, doctors, or teachers. 

- A better understandinfl, by gnaduatlng high school 6znloK6, of ^^kUl^ and profes- 

sionalism that is needed by al/ in the worfe place. 

- («le can and do tnaln. bat first we must hire and retain basically qualified people. 

- Provide classes and professional people to educate the employees. 

- Better iob readiness proflrams in hiflh school. 

- Upflradinfl of basic high school education. 

- Proflrams that promote worfeers with positive record. Education. 
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Question #5.b« - Continued 



- Get back to txulc^ In ook zttmzntany anodes — teach ^peciat ^kiVU tn techntcat 

- ?fiobl^,m6 bzgin iamily ^ztUng {incJtuuUyig pooK McAjOitlzatlon) . Education tn 

pubtlc ^choot i^4tUAe6 an ovenhout itftth bette^t auatUted educato/u. 

- CloMK 'dcneentng, t/uUntns pKognajM. 

- Mtntmam Moth fenowtedfie btiont gnaxLuatl<m inom high ^choot; te6t ott ^tadevtt^. 

- Ret/ia^n dUptaced hom^maJl^fU^tho6^ out oi itfonfeio^e ion numben oi i/eoiu. Paovtde 

non-cottefle bound peoi»te faith aetevont won/i mlaX^ 4MXll^. PiovX4e canee^i 
coun'6et>Cn0 ion po^-htpH ^choot peopte. Paovilde couA^ettns and tnoXn^nfl ioa 
appnoKMUote 40b -Atondo^ and votue^ ioK all out-o^-wonfe ok itfho loant to tmp/tove. 

- CompetUAve mgz^ and beneitt6, tnotntna, -dtmpU^i/ ^ob-6, flood wonfetnfl condttton^. 

- ¥ivUhvi tnalning. Screen tho^e auotU^ed to conttnue tn ^tiillU improvement: en- 

couoafle and hetp. 

- Set exampte^ by -6howtnfl emptoi/ee^ we won't pot up wtth theU poor atliluAz6 and 

te/tm>cnate o^ten iiMittten MKinntnfl. 

- Be con^A^tent and iaiA. Poc4xment in dztaJUU all -6peci<ic^ conce^nfl vtototion. 

- Recognize flood peii^ormance and attitudz; devetop loyalty. 

- G/uint6 ioK emptoyee^ wonfetnfl with Utitenote o^i un^feitted tabo/t - compensate ioK 

tnainlng and teachtnfl basics. 

- A state or county-wide system is needed ioK tnaching emptoyee worfe records and 

estabtish/.nfl consistency on re^erence-checfe information. 

- Since I am pnz^zntly becominfl aware oi thzA^z probtems I cannot recommend anythinfl 

(at thK4^ time) . 

- ^xploLKn what A.S expected before they are hired. 

- Pon't have any constructive ideas at this time. Bifl probtem; need suflflestions. 

Use tzmpoKaKJizJ!^ . . . hire for normat toads, flet outside hetp for peafe toads. 

- Vo not t/.y to tofee on or capture all the wor/i that comes your way. ^^q!JLKK^4^ witd 

swings in gross revenue with correspondinfl probtems in tnxLiyuxKg and capitat 
needs . 

- Get schoots to ^tnz^^i basic sfMXts and proper attitudes and commitment. 

- Change assistance proflrams so it woutdn't be so easy for peopte to flet a free 

ride. Get We^tfare KzcipizntA who can worfe trained, and dtrect them into a worft 
4iZtting. 

- Better appticant poot and Quatity of appticants, commitment. 

- Need to recruit outside area. Locat area Quatif ied worfeer poot is dQ.plztQ.d. 

- Try and get peopte to reotize they have to worh for what they get. It is not 

given to them. Nothing is "owed" to them. 

- Better intQJtvizu)ing and screeninfl techniques. Stronge. mpzKvi^oK^. 

- Having more and more difficulty in screening and hirinfl capabte peopte. 

- The tayer of unemptoyed avaitabte worfeers is of a very poor grade and I don't have 

good answers . . . 

- Create fite of avaitabte worfeers with satisfactory pzKionmncz/attzndanco. records 

thKough PETS computer 4y4>t^ who witt retocate from high unemptoyment. areas. 

- Our needs for emptoyees at thi4i Izvzl are extremety smatt and do not reauire a 

speciat effort. 

- Better tnalning for 4>apzKvl4iOnA . 

- The unemptoyment rate is so tow that there i'ust are not good, dependabte peopte 

who want to worfe [in ElkhaKt]. 

- Screen att who are getting AJC, Wetfore, Food stamps and other pubtic assv6tance, 

refer them to jobs they can do (many availablz in ia^^t food etc.) tKain those 
whc are tra4.nabte and refer to emptoyer. 
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6« Hhat is the level of hindrance for hiring or retaining skilled employees who 
require special skills training or knowledge* 



a* Other wrk issues: (added to worker hindrance issues listed on ciuestionnaire.) 
N . 12 

- Mote tMoe U SapM\;l60K4 tMjnk thzy Imow it alt, light coopMotlon and oAx^lcz. 

- StHMXuK^d ionmat ioK covtecUue actlml^v^clal situation K^vizuKd. 

- PzoK pnzMUKe. not to do thzJUi bz4t. 

- Pay Scote ^ow/que^t^oned. 

- Vo not want to wonk ovoAtiMZ. Lacfe loyalty. 

- f^JndJb^g thz peopte who a/te QUOJtU^ed. 

* Lack wthw6laAm. Comptaiyi ^xczMlvzly. 

* SaXoKi^^ and wjok deviand6. 

- Pojy natz. We cannot all pay competXXiCue wade6. 

* Lack oi expe^ence. Mot w^^JtCng to put out extna e^^o/it to tzoAn. 

* Supenu^o^ do not tead, motivate., discipline.: o^ten do not eonn ae^pect o^ 

wonfcen>&. 

- Onty need pcuit-t^jne pcjuons unl^M laitUng to be t^Ccen^ed ok do tetepfionX^np 

appointments 

b. Current procedures for overcoming hindrances to hiring or retaining skilled 
personnel . 

N = 54 

- Hanagemcnt/zjinptoyzz disau^^ions and gKoap meetiCnds. itiajinings: venbot and wn>ltten. 

- Incentive bonus, paid insujtancz and excettent soto^ies. 

- Be consistent and iain. document i\i detoit ott specifics concetnind violations. 

- Gneoien (bett<>A) /tec/tuitind, ve^t/ cone^ut selection — i^ thene ane enough 

applicants . . 

- Schedule ioK emp^ot/ee to wonfe at own pace by themzlvc^. 

* Five wee/i supenviso/tt/ sfiitts seminar, out*o^-house cou^tses and one-on-one tnaJUfi' 

ing. Meed imp/toved supervision o^ emptot/ees, ponticuj^a^i/ on tha laonking ilooK 
tevet. Supervision gets harder as qjaality o4 new emptoi/ees goes down. 

- iaie ore co-sponsoring a two t/eor MLT program in conjunction with Ivy Tech. 

- On-iob tnaining, increasing awareness o^ emptot/ee bemiitfi, bzttzn. supervision. 

- I don't finow "We can't use anyom with thoAz tifpes oi problems. We need peopte 

who can assam the highcM degree o^ responsibilities ( professionals ) . 

- Reviews, personnet meetings, concentrated tnaining. 

- Constant counseling, tnalning etc. 

- We pay for schooling to aid personnel to bzttcA Izann their job, but no one seems 

to be patient enough to worh and to wait for growth. 

- Consistenct/ of procedures. Upgrading: emptoc/ee training. 

- IstaJylish high school or 6EP re({uire«<>€nts for emptoc/ment. Established in-house 

training program. Established strong aXtandancc program requirements. 

- TheSw spitted or experienced emptoi/ees are above minimum or they would have been 

terminated . 

- Carefut screening of applicants, hiring and worfiing with those demonstrating a 

need for money - witting to tearn. 

- ftieekly evaluation by Supervisors. 

- One-on-one association with department supeKvisoKS. 

- Worh with peopte on an individual basis or refer them to other appropriate agen- 

cies for help as needed. 

- Mannings, connective action {caneially documented). 

- Good screening and reference cheching. Constructive coaching and discipline. 
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Question #6.b. - Continued 



- OttH /JtUUUU need lMpKo\j^Mwt ^J^ ieade/uh<p and cont/tot, and how to tnoXn. 

- Ue have a po<6itl\;e d^UolptUioti/ ptognam to deat ^uch ^U^Aue^ (tfett fu ^n- 

^eiiVilce and on-the-^ob tAo^lnilnfl. We at6o haue an Emptoc/ee A^4.4tance Pnoflnam. 

- Taoin iiJUt JUne ^penu^Uoiu to do a better iob. 

- Ue ioJttotf iei^ned ^ep6 ion po^coton (pnobiem) occa/uience4» and U4e oun emptoi/ee 

tt46i^nce paofliuui when po^4i)Jte. 

- Penioiuiance nev^eitf^ duntng paobatXon, pto0ne4^A.ue dC6CA.pt^ne. 

- Pnufl and atcohoi abiue paoflnam utUized. Attendance pottcy - potnt^ ^t/^em. 

PUctpUna/ti/ pnocedune^. Gotei/once pnocedane^. 

- Re^enence chec/u, -Aevenot tntenvtew-4, cto^e montto/itng and evatuatton oi saonk at 

tt6t peiUod4. 

- Incentive piognojM. PubHc necopnttton. 

- Sttuctiuted and announced pottcte^ and pnacttce^ nzQaAding pay, pnomotton, flote- 

and wonh nute^. 

- Adve^ttt^tn^. 

- High tuKn-ovQA. Toantna wonft down do to pen^onat chone-6 and handle peo^onat 

pnobteiM. 

- Wonfc wtth the ewptot/ee. (Hetp to tdentt^y and handte pnobtenw.) 

- Compaehcn^tve bactefl^ioand checlt6. Po-wtbte dnap^ and atcohot te^ttng. Watch <on 

- T;iatntnfl and expto^ntnfl why and how emptoyee iit^ in the whote company ^!/-6tem. 

- Piiovtde a^^t^tanc.e and t^ieat the ba^tne^^ ^znioa^ly. 

- Ue have a vent/ £»ood wa^e and inJingz bene^tt pno^nam. We have not tacfeed ioK q^uat- 

t^ted appUcan^A ioK ^evenat t/ean^. 

- p/tomote att po-6ttilon>4 <nom ciwient 6ta4i who ane Quat<<H.ed . 
* Pt^mt^^at ^ottowtnd nepniunand. 

- Rtfltd -6tnuctiuied ^etectton pnoce^^ w^tt be maH.ntaA.ned. 

- Coun^ettns, Emptoc/ee A^^t^tance PKogKom. 

- Mew htne^ ane ^tXnlttly 6hont tenm emptoyee^; wase ^cate pnovA.de4 <on flood ^etec- 

tton. 

- tAodUy thZAA attttade>6 thKough on-the-job t/uiH.nA.nfl. 

- Appttcant^ mcu6t not have pnobtenv6 t>Uted above on thet/ woutd not be con^tdened. 

- Weefetj/ cnt^iqae by depantment head6, o< each emptot/ee: actenowtedfle flood and bad. 

- Setecttve htntnp, contacttnp ne^enence^, testing and ^cneenH.nfl. 

- Wtden^nfl -6eanch <on emptot/ee^; tn-hou^e tnalning oi anden auatt^ted; tncf not to 

iill po^itioYU wUh tho-Ae not quatt^ted. Gnow>i.nfl pnobtem. 

- We Viy to ettminate pnobtem at pne-emptot/ment -6cneen>i.nfl on dan>i.nfl pnobattona^cy 

pentod. 

- Po-Atttcn JU cannentty an^Uted. Lo^&t emptoi/ee wo^ >6ent to tnaining to pet to 

mtntmum iob-^tettt tevet^ needed; once tnainzd -6he qjulU <on iuU-timz emptoyment 
etsewhene. 

- Company pottcte^ and pnodactton compensation pnoflnam Kztating to pnobteir aneas. 

- Settlnfl ap baste <andamentat6 o< oan bostness - exptatntnfl pnocedones to evenyone. 

- We have an Emptoyee Asststance Pnognom. 

- Untess an employee demonstnates wett In all aKza^, we woutd have to tojminatz 

them. We woutd wonh wtth these employees <on a whUe bat t< we <tnd no tmpnove- 
ment tn thetn pen^onmance, abtttty, on /^tandaKd^ , oan <tnm woutd tose biulnz64i. 
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Question #6. - Continued 



c. Coiwnents and Ideas for Improving the hindrance to hiring or retaining skilled 
personnel • 

N s 28 

- Tho^e tmptoyzt6 lalth good Viainlng gzmnaUy do not havz hindnancz pKoblznut at 

^e/Uoiu lzvzt6. Thei/ ha\jz good attiXad^p dKivz an^. ambition. 

- TiuUhzK VuLining. Rzcognizz and fxiy tho^e comp^etAjas kzy p^ogfiam. 

- High ^chootd. odott education oa techntcoJt ^choot-6 need to paovide ea/tty cfu^dhood 

educotX^on coon^e^ ^o^ litttz ok no monec/! Mtu6t be ^ub'6A.d4.zed! 

- Mo^t c/vLtd ca;te wonfeen^ ujonk ioK minAjmrn wigz oa jiut a b4.t aboi;e mA.n4jnam mgz. 

Better ttioniien^ inut be pa>Cd mo^e . . . toudh p^obtem. Indiutaty ^houtd Ke^p. 

- HighkA ^tandand oi education jeevet. Bonu^ <oa empioyen^ and cMpioyee* who wonh 

tosethe/i (example: $100 H KzVuiinzd ioK yzoA on ^chedujte). Gnant6 to 

oJttow zmfAoyvu to ^pend mo/ie to educate and i/et be obte to meet YXiyKotl co^t^. 

- Ue ptan to tnotn einpto(/ea-6 and ^upenv^Uo^ aji how to deat moae e^^ecttv;et</ with 

won/ieo^ (behavtonot tc/pe toaintng). 

- I< 4upM\;JUofu we>ie tnained p/io<e44ionatty, many pnobtenw6 ccutd be pnev/ented . . . 

and paobtem^ which do uccua coutd be handted betten. 

- Cto^en ^cneentnfl. tno^ntnfl piognam. 

- Pao0naffV6 that |(^omote wo/iften^ with positive /leco/id. Education, 

- OUzK mone in technicat tnaining <oa hiflh ^choot fliaduote^. Pev;etop 4et<-di>6ci- 

pjttne. 

- Improve tnaining to dev/e^top ^tionp <vut tine 4upeiv;i4on4. 

- A better undoJUtandUjng , by ynadaating high school 4>zniotu, oi 4feilt4 and p/io^e-4- 

^ionat^^m that i^ needed in the wonfe ptace. A pood wo^ att^itude i-6 needed. 

- Inten>6i<y edacatio/uut oppootunitie^ to emptoyee-i and emptoye^.t. 

- Govetnmen . funded paofltam-6 to enabte cunnent emptoyee^ to advance theii 4ikill6 

and I on. a fiove/tnment funded piofliam to encouiage /letocotion in the EVihant ama 
and paxticipate in tnaining pnognam6. 

- Teach them that it C6 not a cnime to wo^ ion a living. 

- In-hou^e tnoininp needed. At^o woife cto-icn with extennat education /tnaining. 

- Hiflhea pay. Hiding mom ^et^-motiv/ated emptoyee^. 

- Schoot^ and <amitie>6 need to do a bettea job oi tzaching pzoyAz how to tive in the 

/teat wo/itd. 

- Inc^eo&e -6ize oi Phanmacy Schools and impaov/e letated coan6ziA,ng, pnzpanation , and 

mcnaitjnznt in high 6chool6. 

- Moae oi the >6ame and and 6aY)zn\;i6ony tnaining. 

- Find the fee</^ to p/topea motivation; inczntivz^ ion leachinp cfoat-6; participation 

in deci>6ion mafeinfl pnoce44. Recognition nzcz^^any pabticit4 done. 

- Paovide a6^i>4tance and taeat the bu^ine^^ ^e/iiou^ty. Wo/ift pn oiity loyalty. 

- Stnonfl pe^^onmance evaJtaation>6 witt coiiect mo4t oi thz^z piobtem^ in thi4 type o< 

an emptoyee {^kJUitzd \aonkzn6) . 

- The tayen oi unemptoyed avaitablz wonfeei4 i4 o< a veiy pooi pnade and I don't have 

a good an^wen. We anz ^^hont oi high gnadz monkzn^i. 
• Cnzatz iilz oi avaJUablz wo^ei4 with >&ati4<actoiy pe^^oamaKice /attendance iecoid4 
through PETS computet ^y^tzm who witt letocate inom high un<. mptoyment aiea4. 

- Oixn need4 ion l^feitted) emotoyee^ at thi4 tevet anz extacn.v ^matt and d not 

aequi^e a ^peciat e^^ont. 

- Hinz oldzn women with 6k<U4i needed (woofeed bet tea in pa>,^ yotu^ woutd he*p 

za4iAAg labon demand. 

- Bettei tnaining ion mpQnvAAon^. 
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The fol lowing unsolicited cofiroents were attached to tndivtduars survey ; 



TftU iinm cjuMentty h(U a difizcX laboK wonliiofizz oi 226, oat oi avfi^oxlmttty 
465. Oi the 226, 33% clkz inhot nfz caJU ^Mny IzveJL, ^pzcliicjoJUy p/ie^ openotoiu, 
pacJkzfu, u4zmbt^K6, and ^pot moMzfU. 

(HiK componif not^Ccc/ incCude^ tmUrUng and pKomotlng oi ani/ emptoc/ee, ent/qf JteveJt 
and above, to ani/ open position. By pitomotlnfl ent^ tevet emptotfee^, tftU natunojUtf 
opeiu an ent;t(/ tevet pod^tUon to be fitted ^o« the outdXde. Oun cont^ed dX,<<4ciU- 
tJH h/u been ^In ^ecuiUns the ent^ tevet e«iptof/ee itfith a good itfo^t^ iieie^ience, and 
fteep^0 thaJt ejnptoc/ee podt the pnobat^Con pe^Uod. A toAgz po'itX.on oi ouk tunnoven 
occtuu miJtMJ^ the iUut 30-60 dai/^. 



Pe^onnet Manager. 



pit. 3. P. LiUacfe: 

I aecenttf/ too/i poot youK 6{iK\;Q,y. I am new ^ the ^ob a^ pe/uonnet monasen 
and I neve^ nzaXLzzd the mani/ p/iobteM am ^^JMH:^g peopte to wonfe. We have an oven.- 
abundance o^ apptlcant^; howeven we ontc/ h^Ue pant-t^lme and we '6tant at m^ln^UiuiR wage. 
Mo^ peopte ane toof^Cng ioK luJil t>une emptoi/ment and won't even con<Xxlen pa/it ttme. 
Thene '6eeRi6 to be a tot o^ peopte wanttng to wonh, howeven, thaX pant t^jne iumlty 
makz^ them ^mc/ no to (U. I thinfe it^ the govennment woittd be w>(jtttnd to no^Ue the 
mtnXjnum wage, then peopte may zoMidoA a pant-tXjne ^ob. 

±1 

PznAonnoJi Managen 



I woutd t^e to o^^en '6ome ^n^onmatX.on about oun 4^tuatA.on 4incz we have been ^n 
EiMuuOt and have ^ome o^ my own poLnt6 and ^deo^ to o^^en. 

(1) Sirzz we ^tantzd hiAAng ioK thl6 ne6taunant on June I, 1^87, we have hAAed 
abcu;t 180 peopte to achiteve a pne6ent 4taH oi 55. Ue have neven been 
''^utt ^ta^^ed" 4>tnc€ we opened on JtUy 6, 1987. 

(2) CtO'6e to hot^ the empto(/ee6 that te^t 06 d^td not to^t a weeh and man«^ o^ 
the6e neven '6howed up ^on the ^4A>&t dat/ o^ wonJt. 

(3) When we ^et up A.ntenvA,eW'6 , at teo^t hot^ o^ the peopte neven ^how up to be 
tnte^v^ewed . 

(4) In many ca^e6 I had to ''tofie what I coutd gzt^ ifutzad oi be^ng abte to 
choO'6e the Kight pennon ^on the ^ob. 

(5) Begone coming to Ethhont, I wo^ the Unit i^nag^K oi Re^tounont In Tenne 
Haute, IndAiina. I do neat4.ze that Tenne Haute ha>6 a veni/ depnes^ed economc/ 
and h^sh unemptot/ment but I am having to iCncnea^e my ^^tont^ng wage anc/whene 
4nom $.75 to $1.50 mone pen houn hene than in Tenne HajuLto,. 

(6) U>Uh iob6 40 tytzntHul in the onea, the {tn^t tcme ^omethA^ng happens that 
an empto(/ee doe^ not agnee wtth {nJhzthzK it' 6 a company pottci/ on not) that 
empto(/ee w^tt (lait and mone than liiizly be h>Ued down the ^tneet the ^me 

17) I have been totd that thc6 pnobtem doe^ not ^u^t tnvotve the ^envtce tndu^- 
tny but att tnda6t^ Ajt thiA anea whene t^Cttte on no ^ob ^fittt^ ane needed. 

(8) Uniontanatzty , ^ith ^o much demand ^on empto(/ee6, bu^tne^^e^ ^pend too much 
ttme competing ^on the emptot/ee. In the tong nun, th^ hunt^ the cu^tomen^ 
who do not set the ^envA.ce that tho^y de6enve. 

Un^ontunatet(/, I have no ^otutton^ to the pnobtem^. I hope that the oi^onmwtAon 
I have pnov^ded w>Ut hetp in ^ome wai/. Fnom what ^hont tA.me that I have tA.ved hene, 
I think EthhoKt io a good town. I'm a^na>Cc: that the ^utune ^nowth o^ EthhaK^ may be 
hunt by thi4 icbon situation. Wiy woutd ^^omeone ^^pend the monei/ to bu4.td a plant, 
KMtaanant, hotet, netaX.t ^tone, etc., H thoAz i4 no one to wonft thene? 
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AnACHNENT III 

SUHHARY EXAHINATION OF CURRENT AND FUTURE EHPLOYHENT NEEDS 
FOR NEW UNSKILLED AND SKILLED WORKERS AND 
FOR TRAINING OF CURRENT EMPLOYEES 

(SURVEY RESULTS) 

[Are you exper fencing major dfff Iqultfes fn hiring unskilled or skilled new 
>loyees? (n»140) 27% NO 73% YES] 



1. Are you now experiencing major difficulties In hiring new employees who are 
not required to have special skills or training as a condition of enployment? 

(n^UO) 59% NO 41% YES Currently unfilled: 523 

Opening next 3 yrs: 1284 

[Do you foresee major difficulties ahead In the next three to five years In 
hiring such new employees?] In^AO) 22% NO 78% YES 

2. Are you experiencing major difficulties In hiring "qualified" new employeesf 
f.e.t those who do require specialized skllls« training* or education? 

(n=140) 44% NO 56% YES Currently unf 1 1 led: 393 

Opening next 3 yrs: 1282 
Hedlan no. of yrs. experience required: 2.0 (li-115) 
Educational or training level required: (fe-150) 23% Experience only 
• !9% Courses only 19% Vocat/Technlcal 2-yr 15% Unlv, 4-yr 

13% Certificate 7% University 2-yr 3% Grad, studies 

Do you foresee major difficulties ahead in the next three to five year in 
hiring such new employees? (n=85) 24% NO 76% YES 

3. Do you have needs for external local programs or assistance for upgrading or 
retraining your current employees? {n=139) 49% NO 51% YES 

No. of employee needing training ... now: 967 •.. next 3 yrs: 648 

Educational or training level required: (fe-180) 

31% Courses only 13% Vocat /Technical 2-yr 16% Univ. 4-yr 

13% Certificate 20% University 2-yr 7% Grad. studies 

Would (do) you reimburse employees who participate in such programs? 
Tuition: 28% NO Books: 52% NO Other: 54% NO 

(n=54) 72% YES (n=52) 48% YES (n=13) 46% YES 

During which of the following would you prefer your employees take classes? 
(n=50) 0% Daytime 76% Evening 24% Either 

Do you foresee future or changing needs for employee training? 
(n=49) 411 NO 59% YES 

4. Are any of your employees currently enrolled in educational /training courses 
or programs? (n=135) 56% NO 44% YES 

Campus: 39% Indiana Univ* South Bend 2% Goshen College 

(k^llS) 18% Purdue Statewide Tech. 2% Indiana Univ. Elkhart 

13% Elkhart Careor Center 1% lUPU Fort Wayne 

4% IVY Tech. Elkhart 1% Davenport College 

4% Amer. Inst it. of Banking 1% In-house 

3% IVY Tech. South Bend 1% Purdue West Lafayette 

3% Notre Dame 9% ••Other" (e.g., in Michigan) 

Number of employees enrolled: 507 

Educational or training level of enrollment: (fe=125) 

24% Courses only 10% Vocat/Technical 2-yr 221 Univ. 4-yr 

10% Certificate 25% University 2-yr 10% Grad. studies 



n: number of firms responding fe: number of occupations/programs designated 
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AHACHMENT IV 



MEDIAN WAGES PAID IN ELKHART COUNTY AND 
INDIANA STATEWIDE, HARCH 1986 

Median wages paid by manufacturing employers In Elkhart County have been 
below Statewide averages for almost all occupational groups. Exceptions are 
typists, hand bookkeeperst key entry operators, computer programmers, nachin- 
ists, anJ compress ion/ inject Ion-mo Id. machine operators. 



MEDIAN WAGES 
ELKHART COONTT STATEWIDE 
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MILLWRIGHT 


$ 9.40 


$11.61 


MECHANIC 


$ 8.84 


S12.80 


WELDER, FLAME CUTTER 


$ 7.99 


$ 9.45 


SELECTED PRODDCTION WORKERS/br 


$ 7.58 


$ 8.78 


DRILL PRESS/ BORING MACHINE OPERATOR 


$ 8.04 


$10.9: 


GRINDING/ ABRADING MACHINE OPERATOR 


$ 7.62 


$ 8.59 


LATHE/ TURNING MACHINE OPERATOR 


$ 9.14 


$ 9.68 


PUNCH PRESS OPERATOR 


$ 6.22 


$ 3.49 


MACHINE TOOL OPERATOR, COMBINATION 


$ 6.78 


$ 8. II 


COMPRESSION/INJ. MOLD. MACHINE OPERATOR 


$ 8.48 


$ 7.22 


INDUSTRIAL TRUCK OPERATOR 


$ 7.62 


$ 9.35 


HOURLT WORKERS, N.E.C.*/hc 


$ 7.37 


$ 8.78 


SKILLED WORKERS 


$ 8.02 


$10.68 


SEMISKILLED WORKERS 


$ 7.83 


$ 8.76 


UNSKILLED WORKERS 


$ 6.29 


$ 8.35_ 



• Most skilled and semiskilled workers are included in trie Selected Skilled 
and Selected Production categories. These categories should be taken 
into consideration in order to obtain the most accurat'^ overview of wage 
^ scales for skilled and semi-skilled workers. 
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AHACHMENT V 



Emiytoymzjfit aiul VwzJtoptMtjUat Sy^6tem6, Inc. (EPS) 



EPS 16 a pKlvatz, not-ioK-pKo4lt oKganlzatlon Mho^e pnJUncLny acXJi\;ltlz6 
Ajavoive the admijriJUtnation and pKovl^lon oi zmfAoymwt and tncUning ^qjwIcz^ 
axithoKlzzd undzn thz Job JnaJiaing PoAtneJUhlp Act (JTFA) . EPS ^enve^ the 
oiiiciaX gnxint na^cijplQnt/admlMMnat^^ wXlty ioK the ttonthznn Indiana Job 
AtUance FiUvote Indiutny Councit, and managz4 thz iinoMJuil ne^ou^ced and 
adminiUtiiote^ einptoc/ment and tAjoJ^nlng ^ognojM funded thiiough the Indiana 
Pepontment Ewiptoc/ment and Tno^Cn^ng SenviCce^ (IPETSl. Dwtentti/, (Vuvote 
indJiUtny councX^td one expand^Oag theXA potXci/ giUxUince and oven^^ht notz^ to 
ilnctude PETS p^ognaJM. A^ th>U ilntednatA.on JTFA and PETS paognam^ euotue6, 
cto^e tXxuUon needed mJth tocot ^AAnv&' to unde/utond tocat toboa monfeet 
in^onmat^Con; tkujAy e»iabt>Cnd EPS to better ^enve the communiltc/. 

The Northern Indiana Job Alliance exists to complement training* human 
resource* and economic development needs of area businesses. Through its local 
facilities, the Alliance offers to industry, commerce and the community at large 
the following services: 



• Employee recruitment, pre-screening and skills assessment 



• Vocational classroom training or on-the-job training 



# Financial assistance to offset training costs, either through 
reimbursement of v»=>ges or through federal tax credits 



• On-site customized employee- training programs 



• Comprehensive personnel assistance to your organization 

These and other useful benefits are available to you by contacting one of 
the following locations selected by the Northern Indiana Job Alliance to meet 
your employment needs: 



Employment and Development 

Systems, INC. 
P. 0. Box 785 
1202 South Jackson Street 
Frankfort, IN 46041 
(317) 659-4763 
Contact: Philip H. Hoff 



Employment and Developmental 

Systems, INC. 
P. 0. Box 585 
109 Clinton St., Suite 10 
Goshen, IN 46526 
(219) 533-3920 
Contact: Bruce P. Benson 
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AHACHMENT VI 
ELKHART AREA HOUSING SITUATION 

It Is difficult to say outright that the residential housing situation In 
Elkhart Is related to the reported shortage of new employees. However* there 
are sales and rental data which suggest that availability of housing In the 
lower to moderate ranges may be a problem. Conclusions are left to the reader. 



Residential Sales Activity In the Elkhart Area i/ 

Houses Sold : The average listing price of houses sold this year (Jan. '87 
- Sept. '87) was $61,077: this Is $3,349 more than for the same period In 1986: 
the Average selling price was $58,480 In ^87, which compares to last year's 
selling price of $54,215 (a 7.9 % Increase which Is much higher than the cost of 
living Increase). In contrast, the average listing price of houses not sold 
went up to $67,067 In 1987 from $65,075 In 1986, a 3.1 percent Increase. 

ELKHART MLS ^ 

This Year = January 1987-September 1987 Last Year = January 1986-September 1986 

Residential Properties Only 



HOUSES SOLD- 


Average 


Average 


Units 


Average Listing Price 




Listing Prtce 


Sel 1 tng Price 


Sold 


Houses Not Sold 


ThJs Year 


$61,077 


$58,480 


1,678 


$67,067 


Last Year 


$56,728 


$54,215 


1,328 


$65,075 


I Change 


+ 7.7% 


+ 7.9X 




+ 3.1% 



Number of Homes Listed in MLS Reports Priced Under $40,000. 

Another Indication of the availability and trends of low to moderately priced 
residences in Elkhart C->unty is to compare the numbers of homes listed under $40 1 ODD 
for two 1 \ke periods of time. 

o In Issue 45-46 November 5-18» 1987 the number of homes so listed was 163 . 
o In Issue 45-46 November 5-18» 1986 the number of homes so listed was 218. 



^Sojuce: HttUipU LUtiti^A Service, Inc. o{ UUiAKt CoiuJLh, 113 \lut Ukkoh St.. EiUuU. hiau 4iStS. 



Rentdl Housing Situation In Elkhart^ ^ 

"We can, however* comment on availability of rental housing. We own about 
thirty rental units (single family* duplex* and multi-family apartments). If a 
unit becomes empty* It does not stay that way more than three or four days. We 
receive fifteen to twenty calls per week from people looking for housing. Quite 
a few inquire about Section Eight Housing. At least ten percent of the callers 
indicate they are moving in from out of town and need housing badly. We have 
plans to build more low cost housing in 1988." 



^^Sojuce: Nn. Ed ftemtt, HakUu tul UUtt itnUU, Inc., 2336 ?KiMmt Ave., ItUMt, IndUiiA I^SIS. 
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ATTACHMENT VII 



ELKHART COUNTY EDUCATIONAL ATTAINMENT AND ENROLLMENT 



Adult Educational Levels 

The educational levels attained by adults in Elkhart County compare favor- 
ably with Indiana State averages. However, the post-secondary (i.e., college) 
attainments ^or both Indiana and Elkhart County are below the National averages . 
The higher proportion of adults who have completed high school* but have not 
continued their studies, represent a good reservoir of potential students for 
college-level work. Unfortunately, evidence indicates that lower educational 
levels are related to lower wages or salaries, higher unemployment, and slower 
career progression. 



EDUCATIONAL ATTAINMENT COMPARISONS (Z DISTRIBUTION) 
THE U.S., INDIANA, AND ELKHART COUNTY FOR: 1980 

ADULTS 25 YEARS AND OLDER 



United States 
Indiana 
Elkhart Co. 



Highest Educational Level Attained 



£ 1 ementary 
0-8 

18.4% 
16. 6X 
16.4% 



High School 
1-3 4 

15.3% 3^.4% 
17.1% 41. 7X 
18.0% 41.1% 



Col lege 
1-3 >4 

15.7% 16.3% 
12. 1% 12.5% 
12.2% 12.3% 



Totals 

lOOi 
jOOi 
100% 



Adult 
Population 

132.775.652 
3.135.772 
78,491 



Adu 1 t Educational Enrol Iment 

Adult school enrollment In Elkhart County is well below that In Indiana in 
general and in the U.S., which probably reflects lack of adequate local higher- 
education opportunities. However, a greater emphasis may be needed upon high- 
school education as well^and upon educational opportunities for high-school 
dropouts . 



PERCENT OF ADULTS ENROLLED IN SCHOOL BY AGE GROUP: 1980 

AGE; 16-17 18-19 2C-21 22-24 25-34 

United States 88.4% 52 . 37. 32.4% 1 7 . 37. 8.87. 

Indiana 87.1% 51.3% 31.0% 15.17. 6.9% 

► Elkhart Co. 83.87. 43.1% 15.8% 9.87. 4.4% 
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Between 1985 and I986t the number of Elkhart County high-school graduates 
dec! Ined by 12 percent from 1,763 to 1,553. The number planning to enroll In 
higher education Increased , however, especially In 4-year Institution programs, 
from 715 to 891 (an Increase of 25%). This increase, together with a slight 
Increase In military enlistment, resulted tn a major decrease In the number 
Inmedlately available for full-time employment from 992 to 5% (-401). 



ELKHART COUNTY HIGH-SCHOOL GRADUATES' PLANS FOR 
AFTER HIGH-SCHOOL GRADUATIONS 1984-85 & 1985-86 



School 
Tear 

l«4-65 
l)es-8ft 


12th Grade 


High School Graduates 


Enrolled In Higher Education Institutions^ 


lilitary 
Enlistwnt 


Available for 
E«>loywnti/ 


ToUl.lof 
firadf' Enr. 

1,763 94.n 
l,SS3 89.51 


Total Higher Ed. 


4-Tr. Inst. 


Voc/Tech/Tr.Sch 


Busin. Sch. 


Nursing Sch. 


Other Inst. 


Nwber Percent^ 

715 40.61 
891 57.41 


Hwber J_ 

526 29.81 
670 43.11 


Ikaber Percent 

87 4.91 
92 5.91 


Ht^r 1 

34 1.91 
40 2.61 


Nuiber 1 

19 1.11 
22 1.41 


NuriMr 1 

49 2.81 
67 4.31 


Hmber 1 

56 3.21 
66 4.21 


Muiber _l_ 

992 56.31 
S96 38.41 


yUfiUiH uU \M-Un) SpeeUt Quiutu, cxcta<a| 6EPT tHUutu. (May lUo inctudc UKtjti, M%-Utk fulc tuU), 
y.itOtUMi MUun ttlUtMMt. 
fttUUn U tout luiutu. 
^IwHiUU FttU-TiM EoptoVMiit 



Secondary School Enrollment 

An exailnatfon of Elkhart County public-school enrollnents in grades 7 
through 12 Indicates that there has been since 1962, and there is projected to 
be, a continuing decline in the tmbtn of secondary-school students. A drop of 
lore than 560 students is indicated betvHn 1982-83 and 1990-91. In addition, 
thr^'e is a redistribution between school corporatiofts: Elkhart and Bango Coa- 
■unity have the largest percentage losses, while Ha-Nee, Niddlebury and Goshen 
CoMunity have gains. 



ELKHART COUNTY PUBLIC-SCHOOL 




ACTUAL AND PROJECTED ENROLLMENT: 1982-1990 
(Grades 7-12 by School Corporation) 



Corporation 


P.O. 


year 


Percent Change 






Actual 








Projected 




Actual 


PTwj. 

'86-'90 






82-83 


83-84 


84-85 


85-86 


86-87 


87-88 


88-89 


89-90 


90-91 


'82-'86 


fejgo CoMunity 


Elkhart 


581 


598 


616 


602 


559 


552 


535 


522 


533 


- 3.8t 


- 4.71 


Concord CoMHmity 


Elkhart 


1,694 


1,756 


1,768 


1,699 


1,718 


1,720 


1,665 


1,666 


1,669 


t 1.41 


- 2.9X 


Elkhart Commlty 


Elkhart 


5,441 


5.453 


5,308 


5,196 


5,088 


4,899 


4,771 


4,665 


4,601 


- 6.01 


-9.61 


Fairfield Cowin. 


Goshen 


(28 


614 


589 


-7 


570 


5R7 


587 


596 


620 


- 9.21 


t 8.81 


(oshen Commlty 


Goshen 


1.749 


1,760 


1,182 


1,738 


1,790 


1,782 


1,760 


1,809 


1,826 


t 2.31 


* 2.01 


Niddlebury Comm. Rlddlebury 


1,082 


1,115 


1,109 


1,119 


1,141 


1,135 


1,118 


1,107 


1,160 


t 5.51 


t 1.71 


Ha-Nee CoMunity 


Nappanee 


1,066 


1,078 


1,078 


1,071 


1,158 


1,205 


1,243 


1,265 


1,289 


* 8.61 


♦11.31 


TOTAL ELKHART COUNTY 


12,211 12,374 12,250 


11,997 12,024 


11,880 11,679 11,630 11,698 


- 1.51 


-Tn 
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ATTACHHENT VIII 

ANNUAL RECURRING REQUIREHENTS 
FOR TRAINED PERSONNEL FOR ELKHART COUNTY 



( Calculated by Purdue Office of Manpower 



Occupatton 

ENGINEERS AND 
TECHNOLOGISTS: 



COMPUTER 

SPECIALISTS; 
ENGINEERING 

TECHNICIANS: 



OTHER 
TECHNICIANS: 



SCIENTISTS: 



HEALTH 
SERVICE 
PERSONNEL: 



BUSINESS 
PERSONNEL: 



167 



Chemical 

Civil 

Electrical 

Industrial 

_Hechanlcal 

Systems Analysts 

_Cooiputer Programmer 

Electrical /Electronic. . . . 

Industrial 

Mechanical 

"Other" 

.Computer-Integrated Mfg^ 

Draftsmen^ 

Machine Tool Controller 

(NC,CNC,DNC,PC)°'.. 
_Sclence (excl. Health) 

Biological 

Chemical 

_Statist ical 

Professional Nurses 

L i censed Pract . Nurses . . . 

Pharmacal 

Therapist 

CI inical Lab Tech 

.Radiological 

Personne 1 /Labor Re 1 at i ons 

Accounting & Auditing 

Sales Management 

Store Management 

Food Service Managers.... 

Other Managers: 

Contr. & Mfg Indstr 

All Other Industries... 

Supervisors. Al I industries.. 



Studie s) 
Enployment-' 



Aver. Pro J. 
1985 1990 

50 
53 
152 
334 
473 
250 
174 
245 
53 
179 
160 
186 
413 



. 43 
42 

132 
271 
383 
162 
149 
?37 
45 
152 
139 
150 
334 

33 
294 

50 
193 

48 
723 
252 

74 

82 
104 

66 
171 
5!1 
199 
538 
307 

2815 
1676 
2231 



Annual Recurring Training Needs^ 



New or Promoted Personnel 



Expan- Repl.^S 
slon^ Turnover^ 



55 
342 
57 
242 
55 
708 
249 
74 
92 
98 
62 
200 
616 
209 
581 
330 



1 

2 
4 
13 
19 
18 
5 
2 
2 
6 
4 
8 
17 

5 
10 
1 

10 
1 

- 3 

- 1 

2 

- 1 

- I 
6 

22 
2 
9 
5 



3065 53 
1875 j 42 
2348 25 



3 
4 

10 
22 
31 
12 
14 
17 
4 

14 
II 
13 

16 

3 

25 
4 

16 
4 

70 
26 
8 
8 
9 
6 
15 
50 
13 
41 
22 

216 
129 
136 



Total 




6 
14 

35 
50 
30 
19 
19 
6 
20 
15 
21 
43 

8 
35 

5 
26 

5 
67 
25 

8 
10 

8 

5 
21 
72 
15 
50 
27 

269 
171 
161 



6 

3 
17 
17 
52 
23 
20 
31 

3 
20 

8 
20 
20 

5 
18 
3 
12 
3 
42 
15 
4 
5 
6 
4 
10 
31 
12 
32 
18 

167 
100 
131 
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AHACHHENT IX 



TO ATTRACT AND TO KEEP GOOD EMPLOYEES 



CONSIDER THESE THINGS TO DO; 



I. Wtthtn the Plant (internal matters) 

1. In order \:hat employees can become more aware of the company's goals and 
anticipated changes* and in order that employees can better prepare them- 
selves for needed future skill and knowledge requirements, provide brief- 
ings, not less than every six months (or other appropriate I'ime interval). 
Include schedules of introduction of changes, identify areas of skill im- 
pacts, and any intended in-plant training programs — or recommerxJed exter- 
nal programs. Additional subjects (such as recognition and awards, intro- 
duction of new staff members, etc.) can be included. Changes discussed 
should include reductions or deletions where appropriate. 

2. Have an employee advisory committee for the Director of Personnel (or Human 
Resources), made up of elected representatives from organization entities 
who review management's suggested new policies or procedures, proviii an 
objective and constructive "feed-back" mechanism and provide suggestions or 
recommendations for improvement, [and/or] ... 

3. Establish an in-plant joint training advisory comm'tteet composed of three 
"company" representative (e.g., managers/supervisors) and three "operation- 
al workforce" employees ... (can be sub-committee of employee advisory 
committee described above). 

This group can address recommended training programs for initial training 
of new employees, upgrading or retraining of current employees, and 'aid- 
off employees who desire to become qualified for existing or planned . -bs. 

4. Provide opportunities for employees to progress in their jobs/careers by 
making available short-range and special training programs in-plant. 

5. Establish and implement a policy of encouragsfDent and provision of informa- 
tion, resources, and support of employees for appropriate external training 
and education activities pertinent to employe*: development. 

6. Functional illiteracy does exist to some degree in many workplaces. Usual- 
ly, the best observer of these instances is the first-line supervisor 
(e.g., the foreman or office manager). A confidential procedure should be 
;n place to verify such cases and encourage and assist such workers to 
bwjome literate. Normally, there are a number of community national 
settings available which can be used, in addicion to the comoany's efforts. 

7. First-line supervisors are at the cutting edge of the inter-face between 
management and line workers. Productivity, quality and safety; people, 
materials, machines, e^uipment, processes; schedules, reports, changes ~ 
these and more are on the supervisor's mind and shoulders. Management can 
often profit by the recognition and special training of these key people, 
to as jre their proficiency. The need for good supervisors becomes even 
more critical when a labor shortage exists, quantitatively and/or qualita- 
tive I v. 

8. Provide good coninuni cat ions up and down the line: (a) Regular short meet- 
ings with all employees for reports and discussion, (b) A Newsletter where 
both employer and employees have input, (c) "One-on-one" meetings for spec- 
ial situations/circumstances, and (d) a suggestion system with awards. 
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9. Establish an fn-house employee persona I -ass i stance program, providing con- 
fidential advice and reference services. Purpose is to get troubled and 
less productive persons back on track (e.g., alcoholism/drug problem, wlfe- 
husband-chlldren abuse situation, financial or legal problems, serious 
stress /mental /physical problem, etc). Prepare managers and supervisors 
with instructions to assure proper actions are taken to assure assistance 
is provided — and problems are avoided where possible, (e.g., see "Sub- 
stance-Abuser s: A Supervisors Action Guide " — Appendix II, ) 

10. Design, announce, and implement a performance appraisal system based on 
sound equal -employment-opportunity principles that apply not only to hir- 
ing, but also pay, promotion, and conditions of employment. (See "EEO and 
Performance Appraisals" in Appendix II.) 

11. Design, announce, and implement a system concerning discipline and dis- 
charge which can avoid potential financial liabilities and problems, (e.g., 
apply the "Ten Convnandments of Discipline and Discharge". (See Appendix II) 

12. Have an open and up-dated occupational /Job classification system that de- 
scribes Job functions, qualifications, wages and related matters. 

13. Give fair/competitive wages and fringe benefits. Avoid giving absolute 
minimum wages in order to gain an edge over competitors; this may result in 
more qualified Job ap>plicants, thus I y providing some selectivity and, 
potentially, better produ ti vity. 

14. Promote (move up to "better" jobs) from within whenever possible. Review 
current emp I oyees ' app I i cat i ons and credent i a I s before advert I s i ng "out- 
side". Let employees know they come first. 

15. Offer on-site (or otherwise support external) day-care, flextime. Job shar- 
ing and/or part-time work wherever needed and feasible. 

16. H ^^e employee recognition awards and/or pay bonuses for workers helping 
company (e.g., productivity, quality, suggestions, etc.). Take advantage 
of positive PR opportunities these provide. Work to project a positive 
image of the company throughout the coniTVjnity. 

17. Provide relocation assistance wherever critical personnel situations exist. 

18. Provide housing assistance if needed. 



II. Outside the Plant (external or community matters) 

1. Cooperate and contnunicate with local educational administrators and teach- 
ers concerning bas^ic educational /training needs of high-school graduates. 
Stress the need for mastery of the basic academic skills (3-R's) plus 
development of a constructive attitude and work ethic. 

2. Pjrticipate in -high-school activities, particularly ^.hose concerning career 
planning, job counseling, and preparation. Encourage employees who have 
':hildren or grandchildren to become active in parental involvement activ- 

ties in their schools, to assist their children in their school work and 
to assist teachers and administrators. 

3. Provide co-op and work-study opportunities for local students in high- 
school and po t-secondary programs wherever possible. 

4. Provide information, opportunities, financial assistance, and active 
encouragement to all employees for local /external post-secondary training/ 
education courses and programs relevant to firm's needs. Publicly recog- 
nize employee's achievements, record same in personnel recordSt and where 
possibiCt add responsibi Mties, pay and/or Job title. 
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5. Sponsor and/or assist In community activities and projects. Include: 

a. Fund drives — provide leadership persons and contr Ibutlons» 

b. Sponsor/assist In academic competition and recognition, and In sports 
and arts programs/teams (particularly those which can be Identified 
with the conpany)t 

c. Recognize deserving employees for community or company service. 

6. Provide leadership. Ideas and resources for new and worthwhile continuing 
community Improvement endeavors. 

7. Establish (or participate In) a business/ Industry-sponsored community en- 
dowment or grants fund for such things as teacher fellowships and profes- 
sional development, student dropout and Illegitimacy prevention measures, 
and Innovative school programs. 

8. Establish and maintain a good relationship with communications media, 
(e.g., newspapers, radio and TV). 

9. Become familiar with, use and support all local agencies and organizations 
which can assist you In finding qualified new employees and In helping to 
train and retain current employees . These may Include the local public 
school system, JTPA, the Northern Indiana Job Alliance (see Attachment V), 
Elkhart Branch of the Indiana Department of Employment and Training 
Service, the various providers of education and training courses and pro- 
grams, the Elkhart Multiple Listing Service, and the MIchlana Rentals Inc. 
for housing, etc. 



III. Where to Look for New Employees : 

1. From recent high-school graduates and/or graduates from appropriate post- 
secondary vocational, technical -Institute or college programs (particu- 
larly those who might have been previous co-op or work-study students or 
from other types of school /Industry activity). Maintain close working 
relationships with such institutions. 

2. From those recently retired (e.g., "early" retirees from business. Indus- 
try, military or civil service) and from self-employed or temporary 
workers . 

3. Women who wish to enter or re-enter the workforce (e.g., displaced home- 
makers, recently widowed and desirous of Income, second family bread- 
earner, etc.). This may take special out-reach efforts, counseling, sup- 
port and training. 

4. From other companies/agencies which are closing, having a reduction in 
workforce, personnel changes, or other reason. 

5. From the local. branch office of the Indiana Department of Employment and 
Train .g Service and other employment referral organizations. 

6. General advertisements: newspaper, radio, billboards, posterst pamphlets, 
etc . and 

7. Targeted advertisements/recruitment In areas with workforce surpluses 
(I.e., displaced workers ~ such as from steel or transportation firms — 
high unemployment rate communities, etc.). 
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APPENDIX I 



INDIANA NANPOUER PLACEMENT AND COHPREHENSIVE TRAINING (IMPACT) 
PROVIDES FUEL FOR ECONOMIC GROWTH (by OuUg Lamb) 

A changing labor market nationwide 
has forced a rethinking of public assis- 
tance programs and their relationship to 
manpower and t ra I n I ng programs . Labor 
market analysts and economists agree that 
by the year 2000 1 demand for workers will 
exceed supply If the work force does not 
receive a shot In the arm* 

The effect of this nationwide shor- 
tage of workers Is already showing In our 
[Lafayette] area. Employers In the retail 
and service Industries search frantically 
for workers to replace those who have 
moved Into other sectors of the economy. "Help wanted** signs are a predominant 
feature In our business and shopping districts today. Employment classified 
advertisements (recently relegated to a corner of one page) now spill over onto 
multiple pages. A1 1 are signs of the growth In the demand for workers. 

One answer to the problem of low worker supply Is to Increase labor force 
participation rates. Labor force participation rates among recipients of food 
stamps and Aid to Families with Dependent Children (AFDC) are much be!'>w aver- 
age. In order to Increase that rate, we are helping to administer the Indiana 
Manpower Placement ?nd Comprehensive Training (IMPACT) program. 

IMPACT is based on the idea that many of the recipients of public 
assistance are able to work and have either chosen to not par'*' cipate in work or 
have encountered severe barriers in obtaining employment. IMPACT recognizes 
that these people represent a possible solution to our labor market shortage and 
represents an Investment to al low them to overcome the barriers that have pre- 
viously precluded their participation in the labor force. 

More than merely "work-fare" (a system wher^oy assistance recipients work 
off awards through public work projects), IMPACT provides the means by which 
people make transitic « into full-time, productive private-sector employment. 

Already underway locally, IMPACT will serve over 300 individuals between 
October 1987 and June 1988 with services <^anging ar.ong classroom vocational 
training* on-the-job training, self-help workshops and seminar^, basic education 
and Job placement assistance. 

Food stamp and AFDC recipients are referred to Career Development bv 
Department of Public Welfare case workers . Career Development staff then work 
with cliencs to develop and implement a step-by-step plan to reach the clients' 
employment goals. Constant contact between Career Development staff, special 
IMPACT staff and clients combined with stringent program outcomes ensure a 
useful and cost-effective program which yields quality results. 

Career Development's goal in working wJth the IMPACT program is two-fold. 
First, we have an obligation to the individuals who receive public assistance to 
help them overcome the extraordinary barriers that they face in breaking out of 
poverty and becoming working partners in our local economy. Second, we seek to 
fill the Increasing gap between the supply of and the demand for workers. 



Soantz: C(viQ.QA Peue^opfe^ . W^nten 1^87/88, pabtiAhzd by the VzpcuitmzYit oi CaKzzK 
VzvQJLopmont, 639 South EoJit Avenue, la^ai/ette, IN 47904. 
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APPENDIX II 
IMA JOURNAL SUPPLEMENT - HIG HLIGHTS 

EEO and Performance Appraisals 

Vhen perforaance a^aisais are carefully stnictured and adiinistered, they can provide a safeguard 
against discriiioation claias, according to Barbara BroMi, of ths Hashington* O.C., lav fin of Paul. 
Hastings, Janofsky I HaUer. As the focus of equal eiployaent opportunity litigation shifts froa hiring to 
pay, proaotion, and conditions of eaployaent. BroMi points out, aanagers need to reevaluate their performance 
appraisal systeas and aake sure that they don't leave the organization open to discriaination charges. 

According to BroMn, various principles concerning the design of appraisal systeas have eaerged froa court 
decisions. These principles, if adhered to. Mil aake an appraisal systea far less susceptible to chal- 
lenge." Vhen structuring an appraisal systea, therefore. Brown advises aanagers to: 

I Devise job descriptions or analyses for every particular job or group of jobs - An analysis of the 
central job duties involved vill provide the factors on vhich an eaployee's perforaance is judged and guards 
against charges of discriaination on race, se: , or age. 

a Review job duties with eaployees at the beginning of the appraisal period - This reaoves the 'sur- 
prise* eleaent and lets eaployees know both what is expected of thea and on vnat criteria they vill be ap- 
praised^. 

• Ftrase appraisal criteria in the aost objective lanner possible - In the past, courts have disap- 
proved the use of all subjects, or trait-oriented» appraisal criteria. Recently, however, there has been soae 
loosening of this rule in recognition that such factors as appearance, aggressiveness. Initiative, and 
resourcefulness are essential in professional and aanagenal jobs. Therefore, Brovn advises, if you use sucn 
subjective criteria, be ready and able to defend thea with 'concrete exaaples of the*- application and the 
results achieved.' 

• Involve eaployees in the appraisal process early - A preevaluation interview, during which eaployees 
aay discuss their reactions to the appraisal provides the workers with an occasion to coaaunicate with the 
supervisor and can encourage receptivity to the appraisal results. 

c Have appraisals reviewed by upper aanageaent before giving thea to eaployees - This can proaote con- 
sistency in appraisals and prevent any tendency to rate one group aore highly than another. (Eaotoi^ee UU- 
UoKA Vol. 12, NO. t. Executive Enterprises, Inc., 33 West 60th Street, New York, N.Y. 10023) 



Wrongful Discharge Ru I es : Management liaxims 

By following the 'Ten Coaaandaents' of discipline and discharge, employers can avoid the potentially huge 
financial liability created by repeated court reviews of eaployee terainatlons, according to Lloyd looiis, 
senior counsel for eaployee relations at Altantic Richfield CoK)any. Looais points out thac the juries that 
review wrongful Discharge cases often are coaposed of workers or foraer workers who tend to syapathize with 
coaplaining eaployees and award thea large suas in daaages. 

The Men Coaaandaents' of discipline and discharge are : 

a Review all written coapany policies and documents that discuss teraination or lay off to ensure that 
they are up to date and do not convey any iapression of guaranteed long-tera or peraanent eaployaent. 

a Define the organization's standards of eaployee conduct and aake sure that they are reasonable and 
attainable. Standards that deal with teraination should avoid any inference that discharge will be for 'just 
cause' only. 

a Generate 'favoraole docuaents" at key encounters, such as hiring and exit interview, disciplinary ac- 
tions, and benefit explanation sessions. Nanageaent should have eaployees sign foras stating they have 
received and understan;^ the inforaation. 

Sottue: IMA ioiuMf Suppteaent, klH l». I9IS. IMA Uc, S4 Monuaeiit CUcte, Uduwotu, Indiaaa 44204. 
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0 Handle perforiance evaluation carefully. Fcm supervisors vho ccaplete such foris are completely candid 
in their appraisals. Frequently* the result is the employee's use of a 'wrongful evaluation* charge as the 
basis for a wrongful discharge suit. 

• Develop a written progressive discipline policy covering nonunion worlcers* The existence of such a 
policy will help demonstrate the employer's fairness in the event of a wrongful discharge suite. 

• Appoint a 'czar of discharge' within the firm who is responsible for objectively reviewing all the 
factors relating to a firinc. 

• Review all the factors in a case before making a discharge decision. These include the employee's aget 
the strength of the employer's evidence* the consistency of the employer's application of its poMcieSt and 
whether the worlcer was given the opportunity to present the 'other side of the story.' 

• Be sure that the discharge notice candidly states the reasons for the dismissal. Hanageeent should, 
however, carefully avoid statements that might be viewed as defamatory. 

• Ensure that the discharge is properly conducted. Nanagement should be mindful of an employee's dignity 
and confidentiality concerns throughout the termination process. 

• Consider whether litigation can be avoided by agreeing to 'a deal' with the discharged employee. 
Examples include agreements to submit the termination issue to arbitration or extend benefits for a specified 
period. 



Substance-Abuser s : A Supervisor's Act i on Guide 

Often, employees with substance^se prodlems refuse to recognize the harm their dependencies cause 
until tney are confronted with evidence of their poor performance and warned that they are in danger of losing 
their jcos. Because or their close daily contact with employees, first-line supervisors arc ]n a particularly 
good position to identify woriters with possible substance-abuse problems . According to Fair Oalcs Hospital in 
Summit. Nj.. supervisors can spot possible substance-abusers by watching for performance problems, attendance 
problems, deteriorating attitude or appearance, and health or safety problems, [underline added] 

Supervisors who suspect that any employee has a dependency problem should Iceep several do's and don'ts in 
aindt the hospital advises. The do^s include: 

• 9ociii£iiX - Confronted with consistent, factual documentation of work-related (?:ficiencies, an employee 
cannot easily dispute the existence of a problem. 

• inmmc — Early intervention is important because problems will not improve or disappear on their 

own. 

• Uak to tki ia.tU — Don't rely on your memory when confronting a worlcer with evidence of the problem. 
Have your documentation in front of you. 

• iMiK obiccUuc - Getting subjectively involved aay impair your ability to identify the problem and 
help tne worker come to grips with it. 

• Have a tucticnt opUon m^tibtc — Be aware of the available agencies, treatment facilities, and 
consultants to which the employee can be referred for help. Be ready to help the worker contact an 
appropriate source of aid. and stress the confidential nature of the assistance and treatment efforts. 

Supervisors also snould be mindful of the following don'ts ; 

• ioh't UtUM 01 occoM — Avoid meaningless threats of disciplinary action. 

• 9cH't at/ Co uti a4 A diagiioUuiaii ok ft cottMcCoii - Leave diagnosis to the professionals. Oon't give 
employees the false tdpression that by speaking to you, they are getting all the help they need. 

0 uUk tj oli-iki-iob bfthflum - Any references to off-the-job problems w»ll alienate the 
enpiovee ana most iikeiy will be viewed as an infringement on the worker's privacy. 
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APPENDIX III 

REVIEW & OUTLOOK \ 

HELFt (Editorial) 



... tT]he U.S. has a labor shortage, something it hasn't experienced In at 
least two decades. It results from several convercant trends: nearly five years 
of steady economic growth; the arrival of a "baby-bust" generation with fewer 
^Pk-force entrants; a chronic problem with "unemployables"; and effects of the 
recently passed Immigration Reform and Control Act. 

If the shortage continues to spread, It could have ecoaom^c consequences* 
raising the potential for inflation and reducing the potent la ! for further eco- 
nomic growth. • . . 

The nation's current 6% unemployment r^^et while down sharply from the 10% 
- plus peaks of the 1982-83 recession, stii: sounds high by historical measures. 
But given geographical disparities In job availability, the economic cushions 
available to nonworkers and "unemployables," some economists think the U.S. is 
about as close as it can get to "full employment" today. 

While demand for labor has Increa'sed, the supply has not expanded accord- 
ingly. The supply of 16-to-24 year olds (the baby-bust generation) has dimin- 
ished as a result of the declining birthrate :n the early 1970s. That age 
cohort made up nearly a quarter of the work force in 1980, but now makes up only 
a fifth. Within 10 years, its share will decrease even more. 

Yet another sad truth is that a certain segment of the population is chron- 
ically unemployed. We are referring to the Inner city poor, most of whom are 
black or Hispanic. The problem Is complex. ... Hany of the chronically unem- 
ployed are simply unenployable; they are often illiterate, sometimes have anti- 
social pathologies (such as drug abuse) or lack the interpersonal skills and 
deportment necessary to secure and maintain even a low-skill entry-level job. 

No matter how low the unemployment rate drops, or how many jobs are 
created, the unemployable will remain outside the work force. Much of this can 
be blamed on two and a half decades of well-meaning but misguided social poli- 
cies that damaged inner city schools, fostered dependency among the poor and 
subsidized unproducti vity. 

... [T]he converging trends we cited have not nearly peaked yet: The baby 
bust will not bottom out until 1995. the explosive labor demand will continue 
with potential for some nine million new jobs over the next decade, according to 
the Bureau of Labor Statistics, and the problem of the unemployables show no 
sign of abating. 

Congress has the power to ease the pinch. It can modify the immigration 
act. for exanple. to allow more imported labor. It can expedite welfare reform 
with a view toward creating greater incentives for work. It can re-examine 
unemployment compensation laws to reduce the incentives for idleness. Host of 
all. it can recognize that it is faced not with recession but the consequences 
of something that should be welcomed and sustained, national economic growth. 




Socuice: JM ^^^^ Stne^ JoiuiruU . Ihujuday, Aagiut 17, 1987, 
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APPENDIX IV 
WORKERS WANTED ; 

A GROWING SHORTAGE OF SKILLED CRAFTSMEN, 
TROUBLES SOME FIRMS 




(Highlights)* 



Treat to Efficiency 



In the past year, iuch attention has been focused on the growing scarcity of service vorkers for restaur- 
ants, !u)tels and stores. But a far aore serious tabor shortage fs eaerging for skilled blue*collar craftsaen 
ranging froa aachinists and electricians to shipbuilders and bricklayers. That shortfall, at aerospKe coe- 
panies, defense contractors and construction concerns, could daMge taerfcan industry's efficiency and could 
encourage aore aanufacturers to aove operations to foreign nations vhere workers are plentiful. And because 
skilled blue*collar craftsaen are considered crucial to the nation's dei'ense industry, aore anu aore execu- 
tives worry that the U.S. couldn't respond quickly to an international crisis. 

... In ... parts of the country, coapanies are enforcing aandatory overtiae to aeet production schedules 
and taking on workers with fewer-than-desired skills - trends that soae econoaists say could reduce produc- 
tivity. 

tfage Gains Hodest 

But, surprisingly, the labor shortage has sparked only aodest wage gains so far. Although desperate for 
certain key skills, soae eaployers would rather 'Hap along without a full work force' than raise wages high 
enough to attract needed workers.... 

'Vhat we're seeing is the legacy of the last econoaic recession and the ongoing pressure of forei'^rn coa- 
petition. Kany coapanies have chosen to ignore issues of supply and C <iand for fear that higher laoor costs 
vill aake it aore difficult to coapete.... The threat of foreign coapetition is a real factor, but it is 
quickly becoaing an excuse for not raising wages. Coapanies obsession with labor costs coula be creating an 
even aore severe shortage for the j990s.' 

In addition, unions are aaking job security, not higher pay. their top bargaining issue. ... As the 
shortage worsens, however, wage p'^essures aay slowly build up. 

Work-force Cutbacks 

The existence of any sort of labor shortage seeis nard to fathoa while aany corporations, including auto 
coapanies and steelaakers, continue to restructure their operations. They have cut the aanufacturing work 
force by 6t to 19.2 Billion last aonth froa 20.4 lillion in August 1981.... 

But aggregate eaployaent nuabers aren't broken dowd into specific figures for skilled blue-collar 
workers, who hold one of every four factory jobs. Noreover. soae of the shortages are concentrated in Hew 
England and the aid-Atlantic states. There. Joblessness in soae cities has slipped below 4t, the level that 
soae econoaists now consider 'full eaployaent' after allowing for such Trictionai: uneaployaent as people 
voluntarily aoving froa one Job to another. 

An uneaployaent rate that dips below that level indicates aore Joos available than qualified workers to 
fill thea. According to governaent statistics, one of five aajor aetropolitan areas had Jobless rates below 
41 in June. 

... 'In the eyn of aost people, heavy aanufacturing is unexciting. ... He've got to convince thea that 
they can build interesting careers here.' 

That won't be easy because the highly cyclical defense industry often hires and fires eaployees according 
to shifts in governaent spending. ... 'It*s hard to get people enthusiastic about working h an industry where 
there is little security.'.... 



^ IjMUu: C. iUtkUi, Tki WOI Sttect JoauU . MoMt^, Stptcabct 11, 1917, pp. I, IS. 
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APPENDIX IV - Continued 

YOUNG PEOPLE SHUN FACTORIES 

Construction Industry 

... In the Hnhlngtoft arei, vkere tlie WMployMiit rite Is only 3.41, and acute slwrtige of construction 
uorkers Is forcing builders 'to use a lot of YankM Ingenuity* to avoid bKklogs and costly cancellations.... 

Architects In Vasbington sowtlMs alter construction designs because of shortages of bricklayers, 
roofers, carpenters, steal fitters and sheet-seUI vorkers.... 

Others cope by relocating the high une^Ieywnt areas.... 

Behind the shortage are several econoaic and dewgraphic forces, including the shrinking nuabers of young 
people entering the labor Mrket and the fading appeal of blue-collar wk. But eaployers thewelves are at 
least partly to blaM, econoaists argue. 

Hoping that shortages vill prpve tew>rary, lany coipanles have 'wanted to keep wages iou and also refuse 
to offer training to potential uorkers.* ... At the beginning of 1987, average hourly uage rates for nachinist 
Jobs ranged froa $14 to $16, about the saM as In 1982. In the past four years, bricklayers' wages have 
rcMlned unchanged at $14 to $17 an hour, and the average $15 an hour for tool-and-die inkers hasn't risen. 
' either. Allouing for inflation, real wages are down. 

ieanwhlle, amy apprenticeship progress have dwindled, sharply liiiting the pool of potential eiployees. 
The cutbacks are partly due to corporate cost cutting and partly because of soie unions' atteipts to preserve 
the jobs of existing leibers by reducing the nuabers' of trainees. The Hachinists union estiiates that 
apprenticeship spots have dwindled 451, to 12,090, in the past five years. Governient figures show that, 
since 1979, the nuiber of people in apprenticeship progrns for pipe fitters fell 301 to 11,200, and those in 
bricklayer programs plunged 531 to 4,000. 

Changed Tines 

Yet lanufacturing conianies can no longer depeno on older workers to train younger replaceients, as they 
once did when craft jobs were passed froi father to son. Although the shortage of skilled blue-collar workers 
is greatest in white-collar cities such as Stasford, Conn., and Boston ... young people are shunning factory 
jobs even in traditionally blue-collar cities such as Pittsburgh, St. Louis and Detroit.... 

•There's a feeling aiong younger workers that factory jobs are dirty and boring.'... 

Coapanies, in turn, coiplain of a growing lisiatch between the Jobs they are trying to fill and workers' 
skills. They say aany Job applicants can't pass reading and lath tests to qualify for apprentice positions. 
In the past, poor acadeiic skills didn't autoMtically ruin an applicant's chances, but as lanufacturing 
becows lore sophisticated, workers are running nuKrically controlled coiputer equipMnt requiring an 
understanding of lath.... 

Some Wage Increases 

Desperate for workers, a growing tmttr of coipanies are pushing landatory overtiie and. as a last 
resort, are even beginning t*. raise wages.... 

Sow SMil covanies ... have to raise wages to keep workers fros defecting to larger coipanies wl'»h 
better pay and benefits... 

Econoiists and personnel lanagers agree that wage pressures are building. ... Hages have nowhere else to 
go but up.* 
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APPENDIX V 
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Survey Sees Skills Lack 



0y JUNE ALTUAN 

NEW YORK- ^Lack of stoUcd 
omonnel is iimiting the im* 
ptemenutioo of avaiUbic manu* 
facturtni technology such as 
comput«*-integra \m manufac- 
turing (CIM). a survey of more 
than 300 senior manufactunng 
executives at Fortune SOO indus- 
trial companies indicates 

In the survey, ^ronuucted by 
Coojper^ k Lybrand. 30 percen; of 
responding executives cited lack 
of skilled personnel as "a major 
obsucle to technology implemen- 
uuon 

Conducted from February 
through May of this year, the 
survey included interviews with 
301 senior manufactunng ex- 
ecutives and 351 industrial engi- 
neers from the Fortune 500 com- 
panies 

Although T8 percent of ex- 
ecutives and 85 percent of indus- 
trial engineers surveyed said 
they believed CIM offers 
'enormous long-run cost advan 
tages. " roughly one tialf of those 
surveyed said they didn't expect 
"very extensive * use of available 
technology— mcluding CIM, 
MRP II ( materials resourse plan- 
ning > and jusi-m-Ume < JIT) sys- 
tems— within the next five years. 



Cost Also CItod 

In addibon to lack of skilled 
personnel, both groups cued cost 
as one of the maior ^bsucles to 
technology imoiemenuuon. ac- 
cording to Coopers U Lybrand 

However , henry J . Johansson, 
chairman of Coopers k Ly- 
brand's nanufactunng industry 
practice, said equipment exuen- 
diture IS not the factor limiting 
the ability of U S manufacturers 
to compete internationally 



"liaoufacturers ui this country 
spend about 117 biilm per year 
on automauoiu and the market 
for industrial automatioo prod- 
uctt and scrvioes IS growing at 10 
percent per year. 

"The question really is. Are 
manufacturers applying the 
available tecfanotogy effidentiy. 
and how can they spend that 117 
billion more effecuvely?" 

Johansson continued. "One 
must ask not onlv what new tech- 
nology can do for the coropanv , 
but also what cultural change 
needs to happen in the workplace 
to make that technology effec- 
tive Without the proper attention 
to training and cultural adjust- 
ment, all the equipment in the 
world won't make any differ- 
ence.*' he said 



Manag^m^nt Must Wake Up 

Irvin Krause. national director 
of CIM at Coopers & Lybrand. 
said he finds that management 
views technology as the entire 
solution and "pays little attention 
to *he major disrupUon it can 
cause in the way a factory oper- 
ates 

"But for the system to be put 
into operation successfully, com- 
panies "must address workers^ 
needs for training and educauon 
to accomodate change, road- 
blocks m the organizauonal 
structure and lack of infonnation 
about the relauonship between 
thejiew technology and the old 
manufactunng process 

Furthermore, a large number 
of manufactunng execuuves are 
not aware of tite specific benefits 
of specific technologies. Johans- 
son said 

"When asked about their use of 
specific approaches— MRP vs 
JIT vs CIM. for exampie-they 



sakl that they used them in 
roughly equal proportions. But 
we knofw from other research 
that the use cl different tech- 
niques has reached differing lev* 
els of nutunty and acccpunce. 

"Manufactunng execuuves 
need a better viiioo of the role of 
technoiogy. in addition to better 
understMidingof therolesofindi* 
vidual technologies and manufac- 
tunng applicauons " Johansson 
concluded. 

The survey also questioned the 
executives and industnal engi* 
neers about Amenca s competi- 
tive position in the mtemational 
nurketplace About one-half of 
each group said they viewed the 
reesublishment of a compeuuve 
position in the international mar- 
ketplace as a -very senous ' 
prc^lem 

\ majority of execuuves 
lieves that the U S could regain 
a global competiuve edge m auto- 
mobiles, steel and machine tools 
through "the nght mvestment in 
technology and management." 

About one-half of those sur* 
veyed said they view other U.S. 
compames as o^icir toughest com- 
petiuon 

Asked if they favored any type 
of government intervenuon. 72 
percent of the execuuves 
surveyed said a "very effective" 
government acuon would be to 
"sigmficanUv upgrade education 
and training m tedmical fields m 
secondary and higher educa* 
tion. " 

In addiUon. 49 percent of the 
execuuves said they would like to 
have the Investment Tax Credit 
restored However, only 10 per- 
cent said import restncuons 
would be a -very effecuve ' way 
of restoring their competiUve 
position 
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APPENDIX VI 



CHANGES: A LOOK BACK. AND A LOOK AHEAD 



The editorial coffment below, written nearly ten years ago* illustrates 
the changes taking place in manufacturing. Theset and coming changes 
drastically affect the numbers and qual If IcatloTiS of the workforce. 
Significant changes are also taking place In other industries and all types 
of businesses. There is little question that a large portion of the 
workforce will need continual retraining and upgrade training and that new 
enployees will need a sound educational base in order to adapt and grow in 
the changing environments . 



AN EDITORIAL COMMEW ON MANUFACTURING ENGINEERING 



THE SPEED The most startling aspect of Manufacturing Engineering is the speed with which it has 
OF CHANGE changed. Yesterday *s expert in die fitup is now watching the traveling wire finish mating 
components to previously undreamed-of levels of accuracy. He is watching robots 
perform welding, riveting and assembly operations. He sees computers performing 
millions of calculations to machifle contours which couldn*t be handled yesterday. 

THE LOOK Lookmg ahead, changes of even greater significance in the Manufacturing Engineer's 
OF TOMORROW responsibility loom on the horizon. Today's robot expert is watching the birth of 
Artificial Intelligence in the laboratories of Stanford and MIT. He sees the amazing 
progress of computer-aided design and manufactunng. And he notes-perhaps with 
petulance, perhaps with glee-that the traditional boundaries separating the engineering 
tunciions are gradually dissohring. For instance, he now sees the designer with a iightpen 
putting his visions on a cathode ray tube-and simultaneously programming a computer 
that will machine the resulting part. Thus Product Engineering merges with Manufacture 
mg Engineenng in systems of even greater efficiency. 

THE BRE VKDOWN Similarly, the Quality Control function-formerly divorced from Manufacturing Engineer- 
OF BARRIERS ing-is now a computer function in automated machining lines. The objective is to obtain 
quabty parts-and to control the tool tip position. Thus another barrier between 
disciplines gives way before advancing technology. Yesterday's tooling expert, still among 
us and stiU active, now represents the time of the chrysalis-the day of the very beginning 
m what may well be the world*s most dynamic profession. 



Daniel B. Dallas 
June. 1978 



Society of Manuftctuhni Engmccn • One SM£ Drive, P.O. Box 930 • Oevbom, Michigan 48128 



^^e present arxj future capaoHltles of worners oeoenrt on accep- 
ance of aporopriatt Hfeloog educational ano training activities as 
ntegrai components or thtir worn. 
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APPENDIX VII 



A SHALLOW LABOR POOL SPURS BUSINESSES 
TO ACT TO BOLSTER EDUCATION 

(HIGHLIGHTS)* 

The labor pooi of younger workers vho historically fill entry-level jobs is declining in both nuibers and quality* 
for reasons ranging froa the dewgraphic to the sociaK vbile the Jobs waiting for thei require ever tore Icnovledge and sidll. 

Alaraed by this double vhaaiy — and by the cost of screening applicants and providing special training - business is 
trying to get aore involved in iaproving basic general education.... 

fctlodi of Ittack 

Soae businesses are reacting by juv)ing into politics and twisting aras to win educational refora and bigger school 
budgets. Others are financing teacher and student scholarships* research and school-budget suppleaents. Still others are 
fighting high dropout rates and enticing students to read aore (Separately* coapanies are getting aorc involved in internal 
educational prograas to help eaployees advance their careers....) 

The early returns froa the coapanies' educational efforts are proaising, but the problea isn't aaenable to a qutcli 
fix.... 

Though only a relatively saall percentage of Aaer leans have trouble reading or writing a siaple passage and counting out 
bus fare* a distressing nuaber can't do auch aore than that. The Federal Education Oepartaent estiaates that the U.S. has 17 
ail I ion to 21 ail I ion functional illiterates, people whose aeager skills aren't up to the deaands that life and worli place 
upon thea. 

E)9mive listabs 

They coaait aany costly blunders ... $2,200 on a |22 settleaent ... aisordered $1 aillion in parts ... aisreWa label 
and liilled a pen of cattle. ... To forestall such probleas, one of every three aajor U.S. corporations now provides soae fora 
of basic slcills training for eaployees.... [Pjroductivity losses caused by poorly educated workers, together with the price 
of reaedial training* costs business about $25 billion a year. 

That is bad enough. But busi.iess is even aore concerned as jobs requiring aore than the aost basic reading, writing and 
coaputational skills becoae the fastest growing sector of the labor aarket. 

FtfidaMrtal Flan 

... [T]he total nuaber of young people in the labor pool will constrict sharply as the generation of the baby booa gives 
way to that of the baby bust. Second, a rising proportion of those people in the pool will be ainority-group aeabers - the 
very group that schools have had the least success in educating. 

Also* aore people who once went into entry*level jobs after high school now go to college, aeaning that those left for 
eaployers to choose froa are generally the less accoaplished and less aabitious aeabers of their classes.... 

The explosion of new opportunities for woaen has contributed aightily to that. ... While all this is happening* entry* 
level jobs are growing acre coaplex and deaanding.... 

Ibink Saall... 

In a nuaber of cases, eaployers are concentrating on specific aspects of the educational problea ... the nature of the 
learning process itself ... the dropout rate ... poor attendance and grades ... reading ... teaching. ... [Ijn recent years 
business has been instruaental in forcing coitly reforas through reluctant legislatures.... 

totoa Cdipact 

It is too early to say with o.iy certainty whether the corporate efforts to iaprove education will add up to a aarkedly 
iaproved work force in years to coae. But the so-called Boston Coapact provides an encouraging sign. Five years ago 200 
Boston*area coapanies challenged local schools to register SI annual iaproveaents in school attendance, the high-school drop- 
out ratet and college and job placeaents. In turn* the coapanies proaised to expand part-tiae and suaaer jobs for high- 
schoolers* and to hire aore graduates full tin. 

Several aajor concerns have since set up endowaents for teacher fellowships, dropout prevention aeasures and experiaental 
prograas schools couldn't afford. The Coapact now offers financial aid to any Boston public high-school graduate who wants to 
continue his education. 

The experiaent has been deeaed ... successful.... Ileanwhile, the Coapact has build up ... [*]good-faith aoney that shows 
we want this to continue in perpetuity. ... One of the things we've learned is that change doesn't cone overni^iii.' 
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APPENDIX VIII 



ROBERT HALF OM HIRING A Basic Synopsis 

Havfng seen and learned from thousands of hiring mistakes made by execu- 
tives, Robert Half takes you step by step through the entire hiring process and 
shares with you the shrewd new techniques he has developed: 

— How to Increase the number of qualified applicants through effective 

recruiting procedures 

— How to narrow the field without eliminating candidates who merit 

consideration 

~ The best ways to conduct an Interview: what questions to ask and what 

Interpretations to draw from the answers 
~ How to go about getting useful reference Information 
~ Specific steps to take after you've made the decision to make sure you 

land the candidate of your choice 

EXPANDED TABLE OF CONTENTS 

Chapter 

1 On the Hiring Process — Soie Obwrvatiow on the Legal Aspects of Hiring 

2 On Dec I dl no What You Need — Vriting Out the Job Description - Oetenining Hiring Criteria 

- A Strategy for Foriulatlng Criteria - Nov Much Salary Should You Offer - Legal Raiiflcatlons 

3 On Recruiting the Best Candidates ~ Recruiting in Your Owi Coapany - llhen HanagaKnt 

Horks with Personnel » Personal Reconendatlons - Recruiting Services - Recruiting through 
Advertising - Legal Raalflcations 

4 On Evaluating Resuines — ihat to Look For - ihat to Be iary of - Streaalining the 

Sorting Process - Hhen Others Oo the Screening - Som Thoughts about Application Foms 

5 On Testing as a Screening Tool — Legal iiplications 

6 On Interviewing: A Look at the Basics ~ The Essence of Interviewing — Avoiding the 

Host CoMon PHfalls - Keys to Successful IntervlevUig 

7 On What Questions to Ask In the Interview ~ Playing It Safe - Good Questions to 

Ask - Experience - Specific Job Skills and Knowledge - General Intelligence and Aptitude 

- Attitudes and Personality —Education 

8 On "Reading** the Candidate ~ Vhat to Look For - How to Target Your Judgwnts - Keeping 

You'- Mrst lipression In Check - Dealing with Your Prejudices - How to Tell Hhen "Eiployed" 
Candidates Are Uneaployed 

9 On Ref erence Checking ~ Vhoi to Approach for References - How to Obtain the Reference 

- ;.;>klng the Right Questions - Evaluating the Information - Hhat to Do with the Inforutlon 

10 On Making the Decision ~ Patterns to Avoid - Additional Keys to Successful Hiring 

- Using the H-1-R>E Fort to Help the Decision 

1 1 On Landing the Candidate You Want ~ Don't Delay the Offer - Hooing the Reluctant 

Candidate - Giving the Candidate Tlie to Think Over the Offer - Confining the Arrangements 

- Don't Lose Touch — Legal Rani f I cat Ions 

12 On Firing — How to Tell Hhen an Eiployee Is Looking Around - Legal Iiplications 

13 Conclusion 

Appendix; Highlights of a hi ring-attitude study conceived and developed by R. Half* conducted by Burke 
Rarketing Research and consisting of a ID percent saipling of personnel directors and top ianagetent of the 
'Fortune 1000' corporations. 
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